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INTRODUCTION 
Historic Trends 
The social roles of middle-aged women have changed drastically in 
the past 30 years. Despite the suffrage movement and World War II, 
there had been nearly universal opposition to the employment of middle-
class wives. Women's primary career was marriage, and those who tried 
to combine another profession with the occupations of housewife and 
mother received little support. The women's labor force was composed 
primarily of women who were single, divorced, or separated, or who were 
black (.Chafe, 1976; McLaughlin, 1982; Waite, 1981). In recent years, 
however, it has become appropriate to speak of the married woman's 
decision to work outside the home. Today's young woman expects to have 
both a family and a career, an attitude that reflects the changed 
socialization of women since the days when wives were not expected to 
work except in the ant of financial need (Ferber, 1982). 
Recent economic and social conditions undoubtedly have contributed 
to the increased employment of women, and some wives must work because 
the family income needs bolstering. Others enter the work force to 
free themselves from boredom and the routines of housework. Whatever 
their reasons, women have returned to the labor force in increasing 
numbers in the past five decades (Waite, 1981). In Women and Equality, 
William Chafe (1976) described the demographic changes since the 1950s 
which have shifted the role of women away from the traditional one. 
2 
Every trend that Chafe predicted has materialized and expanded since 
1970. More women are employed, yet most work for a fraction of the 
wages received by men. The proportion of employed women has increased 
by about 10 percentage points across all age groups. In the age group 
25 to 54, over 59% of women were employed, with married women and those 
with preschool children accounting for the largest increases in 
participation (U.S. Bureau of the Census, 1980). 
The vocational behavior of older women entering the job market or 
crjanging careers has not been critically examined. Although job/career 
change in the middle years is becoming increasingly frequent in the 
career development of workers in highly industrialized nations such as 
the United States (Bradbury, 1974; Stevens-Long, 1979), few attempts 
have been made to study women and their career changes. The bulk of 
studies on career change (Gould, 1972; Levinson, Darrow, Klein, 
Levinson, & McKee, 1977; Murphy & Burck, 1976; Neopolitan, 1980: 
Neugarten, 1968a; Vaillant & McArthur, 1972) contain anecdotal and 
qualitative data and are retrospective in design. In addition, the 
studies have focused primarily on men, and those studies that include 
both men and women report the data without differentiating the sexes. 
Reasons for midlife career changes 
Anecdotal vignettes of midlife career changes have depicted many 
perceived intrinsic needs underlying the decision to change vocations. 
Preoccupation with the midlife experience has been associated with 
more efficient technology, increased leisure, and the legitimization 
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of self-involvement (Lasch, 1978). Those who change careers in midlife 
report that it is important to consider personal abilities, interests, 
values, and psychological dispositions (Bolles, 1978; Murphy & Burck, 
1975; Sheehey, 1976). Lasch (1978) noted a social change from an 
orientation of survival to one of self-introspection and self-
expression. Other contributors to the career-change decision include 
having a dead-end job with no advancement possibility (Heddesheimer, 
1976), dissatisfaction with the nature of the work environment and its 
interpersonal relationships (Holland, 1973; Warnath, 1975), resentment 
at being fired (Entine, 1976) , unhappiness with the routines of house­
work, and the financial need to support oneself or family in times of 
econemic crisis (Entine, 1976; Thomas, 1977). One consistent assump­
tion in the literature (Entine, 1976; Miles, 1977; Perrone, Wolleat, 
Lee, S, Davis, 1977) is that workers use their locus of control (Rotter, 
1966) , or sense of personal influence or of being controlled by others, 
in their efforts to make a vocational change. A major question, still 
to be answered, is what career-changing strategies and behaviors are 
used to implement career development for women in their middle years. 
This question was addressed by this investigation. 
Assumptions in the present labor force 
The underlying assumption is that women workers, especially wives 
and mothers, have patterns of career development that differ from those 
of men. Reports from recent United States Senate hearings (U.S. Senate 
Subcommittee on Child and Human Development, 1979, pp. 858-873) 
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summarize the salient issues in the following ways: (a) There is 
sex-role discrimination; (b) women find it difficult to manage both 
family and work roles; (c) women experience financial instability as 
primary wage-earners; and (d) women are viewed by their employers as 
being inflexible with regard to work options. The married woman worker 
would like flexible working hours, a job description which would enable 
her to share or coordinate with her dual career spouse, and fringe 
benefits for part-time work. Women who must cope with such disadvan­
tages are vulnerable to personal stress. Symptoms of the stress 
syndrome can be transmitted to the family system and may alter the 
marital relationship, the interactional patterns of family members, and 
the woman's sense of life satisfaction and well-being. 
Other assumptions concerning the career-changing behavior of 
middle-aged women include; (a) The number of lifestyle choices for 
women in their middle years is different from that of 50 years ago; 
(b) the lifestyle choices of women, including job choices, are different 
from those of men; (c) the diversity of values and goals, of both women 
and men, contribute to changing roles and work patterns; (d) emerging 
personality changes across the lifespan are evident with changes in 
tasks or roles; changes in the technological requirements of jobs 
require changes in the employee's vocational behavior. 
A further assumption in the present study is that the midlife 
phenomenon has an operational definition (Ackerman, 1981, Note 1). 
This definition was synthesized from components suggested by 
professionals in the field of adult development responding to a 
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questionnaire. 
Midlife in the human lifespan would encompass the age 
interval of early 30s to late 50s and represents a process of 
managing change in discrete situations. Tangible losses might 
include the launching of children from home, the loss of aging 
parents, a job loss, or a divorce from a spouse; tangible gains 
might be the obtaining of a college degree and employment outside 
the home for a first time, or being grandparents, or having more 
time with spouse since children have left home. A self-
evaluation would have an awareness of self and needs, of one's 
own mortality, a sense of competency and mastery of one's 
abilities, a reprioritizing of activities and readjustment of 
what activities one becomes . . . involved in. The need of 
self-integration, e.g. ego integration, becomes more prominent as 
one focuses upon the tasks of being mentor to vocational and 
avocational heirs. The interpersonal relations . . . undero some 
change to reflect a changing value orientation. Within the 
marriage, instrumental and expressive tasks are performed by both 
partners in more equal proportions and the gender roles become 
more diffuse .... Increased activities to care for aging 
parents become apparent. Finally, the person in midlife is 
experiencing a zest and anxiety in life as normal events of 
"losses and victories, mournings and celebrations" (Neugarten, 
1979) which are coped with as stress is concomitant with the 
event. This inclusive process could be termed the midlife 
transition. (Ackerman, Note 1, pp. 12-13) 
Models of Midlife Career-Changing Behavior 
A midlife change in job or career has been used as an index of 
adjustment in some empirical studies of middle-aged persons (Fiske, 
1980; Haan, 1972; Levinson et al., 1977; Neugarten, 1968b; Sheehey, 
1976; Vaillant, 1977). From these empirical studies, two general 
hypotheses could be formulated: (a) In models assuming a stable trait 
personality dimension, little change in job history was expected, and 
congruency through the lifespan was predicted; (b) in models utilizing 
developmental stages or incorporating newly learned behavior, a change 
in job history was viewed as adaptive. Within a static or trait 
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theoretical context, the person and the occupation are assumed to have 
greater amounts of congruence and stability as the individual ages 
(Holland S Gottfredson, 1976). The result is that normal vocational 
development does not encompass career change, and changing jobs at 
midlife is viewed as maladaptive or as deviant behavior. Thus, the 
historical perspective of vocational trait theorists has generally 
explained career change as a mismatch of person and job. 
In developmental and learning models of change (Crites, 1976; 
McCoy, 1977; Super & Kidd, 1979), there is no implication of deviance 
in changing occupations and job tasks in midlife. From the develop­
mental perspective, both men and women appear to be reversing roles 
in their orientation to both work and homelife as newly acquired 
vocational behaviors emerge (.Cytrybaum et al., 1980; Neugarten, 1968b; 
Neopolitan, 1980; Sheehey, 1976). This theoretical viewpoint seems 
more helpful in explaining the career-changing behaviors of today's 
women in the current work environment. 
In the present workplace economy, many changes in the work 
environment are occurring which cannot be controlled by the employee. 
Different methods of production call for learning new skills and new 
job techniques (Krmnboltz & Thoreson, 1976). Reorganization of company 
structure may force lay-offs or transfers of personnel. Workers who 
cannot master new skills may be forced to find new jobs, and forced job 
changes may be the incentive for career changes. The literature 
suggests that different resources are used in implementing career 
selection as companies attempt to minimize staff turnover (Entine, 
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1976; Holland, 1973; Lurie, 1977). In addition, societal expectations 
differ for men (Murphy & Burck, 1976), women (Miles, 1977; Peatling, 
1977; Vriend, 1977), and minorities (Miles, 1977; Myers, 1978; 
Rappoport, 1976). Given these considerations, a learning perspective 
provides the most valid explanation for the career change for indi­
viduals who change jobs (Krumboltz, Mitchell, & Jones, 1976). 
However, not all aspects of, or influences upon, career develop­
ment and change are encompassed by trait or stage notions. Interac­
tional perspectives which include joint person and environmental 
influences may also be useful in describing and exploring career 
behavior. From this perspective, career selection and change is an 
ongoing, lifelong process that is not encompassed in trait or stage 
notions. A useful perspective to describe career behavior is that 
of the interaction of individual and situation. Vocational behavior 
is thus an expression of the integrative process of assimilating both 
personal characteristics and environmental demands (Ackerman, Note 2). 
The phenomenon called the midlife career change involves re-
prioritizing the value system and reorienting behavior. This 
vocational change phenomenon is of theoretical, empirical, and 
pragmatic interest. 
Person perspective 
Models of adult development that give priority to individual dif­
ferences , or to person variables coupled with time and aging processes 
(Gould, 1972; Levinson et al., 1977; Neugarten, 1968b, 1979; Vaillant 
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& McArthur, 1972; Vaitenas & Wiener, 1977) are inadequate to explain 
career-changing behavior. In their overview of adult maturation 
processes, Baltes, Reese, and Lipsitt (1980) depicted the person 
approach to aging as showing a decline in acquisition of skills during 
the early adult years, with changes in the middle years labeled as 
maladjustment. No mechanism is postulated in the person approach for 
the learning of new skills across the lifespan. 
Situation perspective 
The situation approach to adult development, as conceptualized by 
Baltes et al. (1980), utilizes life events as the situation-inducing 
precipitant to behavior change. This perspective incorporates the 
situation-assessment dimension as suggested by Bandura (1953) and 
Wolpe (1958). The maximum period of acquisition of skills is seen as 
occurring in the early adult years (Baltes et al., 1980), and no pro­
vision is made to accommodate midlife or later-life learning. These 
deficiencies in the person and situation perspectives have made the 
two models unpopular with recent theorists in their attempts to explain 
adult maturation. 
Person-by-situation perspective 
The person-by-situation or interactional model has provided 
heuristic interpretations for the phenomena of aging. Some inter­
actional models (Cytrybaum et al., 1980; Fiske, 1980; Schlossberg, 
1981; Super & Hall, 1978) state assumptions, but they do not provide 
descriptions of how the outcome criteria are to be assessed. Indeed, 
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most models allude either to growth or to deviant behaviors, but not to 
both. In most models, desirable behaviors are not identified nor are 
undesirable behaviors illustrated across the lifespan, although 
Cytrybaum et al. (1980) provide a model which accounts for "positive 
and negative outcomes." Most of the interactional models are unsatis­
factory for use as prototypes, but there are three exceptions: 
(a) the personality and social systems midlife developmental model 
(Cytrybaum et al., 1980); (b) the adult transition model (Schlossberg, 
1981); and (c) the interactional adaptation, or maintenance or stag­
nation model (Ackerman, 1981). These models are consistent in their 
underlying assumptions and are elaborated below. 
Personality and social systems model Cytrybaum et al. (19801 
proposed a midelife development model that is consistent with the 
person-environment interaction proposed by Ackerman (1981). The model 
integrates the individual's personality within the social system; it 
is based on the idea that a transition process is necessary to move the 
individual from one relatively stable stage or period of personality 
development to another, or from one life stage to another. Underlying 
the schematic transition process are six assumptions: (a) Personality 
characteristics affect the capacity to cope with the adaptive require­
ments of midlife; (b) biological aging, loss, and decline are not by 
themselves the necessary or exclusive triggers of midlife transition; 
rather, the onset of midlife is a complex, multi-determined process 
that may involve biological, psychological, and/or sociological events 
whose meaning and timing are critical concerns; (c) the analysis of the 
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midlife transition can be conceptualized as a series of interrelated 
tasks to be mastered; (d) midlife is a time of significant personality 
change for some people; (e) developmental processes in midlife can be 
ordered in a series of stages (i.e., destructuring processes are 
consequential to the précipitants of transitions and are followed by 
reassessment, reintegration and restructuring, and behavioral role 
changes); and (f) midlife developmental processes should incorporate 
psychopathology as well as psychological well-being. In summary, the 
midlife transition incorporates these components ; life event 
précipitants that trigger stress, developmental tasks, personality 
changes, phase-like developments across time, and adaptive or 
maladaptive outcomes. The present study endorses these assumptions. 
Adult transition model Schlossberg (1981) proposed that person 
variables, such as personality and values as well as perception of the 
particular transition, interact with situational life events and 
environmental variables, such as support systems. The adult transition 
model defines the process of adjustment as adaptation that is central 
in the adult transition period. The model contains many variables to 
tap the multidimensional adaptation processes, but Schlossberg did not 
elaborate the assumptions in the model. 
Adaptation or maintenance or stagnation model Ackerman (1981) 
conceptualized the midlife transition as a necessary life process for 
coping with the changing nature of life, including work. In most 
models, the way a person adjusts to the environmental pressures of 
change can be adaptive or maladaptive, but not both. In Ackerman's 
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model, the response to change has three possible consequences: loss of 
abilities, hence stagnation; preservation of skill levels, hence 
maintenance; acquisition of knowledge and development of skills, hence 
adaptation. Behaviors can be regressive or destructive, can continue 
the same self-protective lifestyle (homeostasis), or can be a 
"synergistic assimilation of conflicts and aspirations which emerges in 
personal growth and self-actualized maturity" (Ackerman, 1981, p. 218). 
In this model, the person interacts with the environment to accommodate 
learning, to engage in actively processing new information, and to adopt 
new behaviors as transitions are made over the lifespan. An important 
assumption in the model is that as the individual matures and becomes 
competent, new information is integrated to enhance working abilities 
and coping strategies. In contrast, other models allude to either 
growth or deviance in behavior. In the Ackerman model, anticipated 
normative life events are experienced as positive sources of stress, or 
"eustress" as suggested by Hans Seyle (1982). Growth-inducing 
behaviors that emerge in the transition stage are labeled competency, 
self-mastery, and coping; unanticipated events are experienced as more 
disabling stress. Behaviors that result in regression and stagnation 
can be labeled maladjustment, psychosomatic illness, or depression. 
Behaviors that appear to be unchanged can be viewed as consistent but 
as marginal levels of adaptive functioning. 
The management of behavioral role transitions at midlife has two 
important aspects: (a) the sense of being in control of the situation; 
and (b) the capacity to learn, grow, and integrate knowledge and skills 
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into useful behaviors. From these two dimensions, adjustment and 
maladjustment can be operationally defined. For the control dimension, 
being in control permits one to choose among viable alternatives; the 
sense of loss of control is a model for depression (Seligman, 1975) 
and may induce regressive behavioral responses or clinical situational 
depression. For the dimension of transitional behavior management, the 
ability to assimilate new information and technological advances 
results in a growing sense of competence and mastery. Some authors 
(Neopolitan, 1980; Neugarten, 1979) have described this as "moving into 
a new phase of life." Ultimately, the individual can use the new 
skills to increase the sense of self-efficacy and life satisfaction. 
Without this ability, the individual maintains the previous skill 
levels, rejects technological advances, and may deny the resulting 
stress and project blame onto the external life events. Blaming 
external events for the stress that results from being forced out of a 
job, for instance, may cause an increase in maladaptive behaviors and 
a tendency toward regression and stagnation. 
The Ackerman model incorporates relevant domains of the life-
sphere, such as family system and marital relationship, in assessing 
midlife transitions or changes induced by job/career changing. When 
professionals in the field of adult development ranked the most 
influential social systems relevant to midlife change, the most 
important domains were the marital relationship, the immediate family, 
and the support network of friends and work colleagues (Ackerman, 
1981). The important variables for the individual in midlife, as 
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rank-ordered by the same professionals, were: (1) attitudes about 
career development and goals for work, (2) life satisfaction, (3) stress 
in the family and work systems, (4) marital adjustment, (5) strategies 
used to resolve family conflicts, (5) stress in the career changer, 
(7) job satisfaction, (.8) personality dimensions of the career changer, 
(9) strategies and behaviors used to change jobs, (10) responses of 
significant others to the career change, (11) demographic characteris­
tics (age, sex, race, education, socioeconomic status), and (12) job 
history. 
The Ackerman model provides a framework for measuring the outcomes 
of a career/job transition. The measures include: whether new learning 
took place, whether new skills were acquired, whether there were 
improved perceptions of the quality of life, whether job and life 
satisfaction increased, and whether a clearer picture of self-identity 
was attained from the work role. 
Hypothesis Testing 
Statement of the problem 
This study examined the career-changing behaviors and 
characteristics of middle-aged women to identify various influences on 
the job changer. Personal and environmental pressures were predicted 
to contribute to significant differences among four groups of women. 
Three conceptual approaches (Biskin, 1980) were analyzed: the person 
or internal perspective, the situation or environmental perspective, 
and the person-in-situation or interactional perspective. The study 
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assessed the characteristics, life experiences, and perceived coping 
strategies and the life and job satisfactions of successful and less 
successful job/career changers. 
Theoretical perspectives 
Three theoretical approaches were used to examine the, actions and 
perceptions of the women who comprised the study's subjects. The 
perspectives were: the person approach, or internal perspective; the 
situational approach, or environmental perspective; and the 
person-by-situation approach, or interactional perspective. 
Internal perspective The person approach was used to describe 
the demographic attributes of individuals : age, educational level, 
marital status, number of family roles, number of children, personal 
and family income. An assessment of attitudes about midlife career 
changing and a personality profile were obtained. The following 
questions were asked: What qualities do women who want and plan a 
successful job change have? What are the characteristics of the less 
satisfied job changers who are nonwanters and nonplanners of job 
change, compared to the other groups? 
Environmental perspective The situational approach was used 
to evaluate the number and type of life events that are presumed to 
induce stress within the woman and her family system. The assumption 
was that women who successfully change jobs/careers may endure as much 
stress as do less successful women. The following questions were asked: 
What is the level of stress in middle-aged women who change jobs? What 
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are the primary areas of conflict? 
Interactional perspective The person-by-situation approach 
was used to focus on the ways middle-aged women change jobs, the degree 
of their perceived satisfaction with job and life, and their coping 
behaviors. These were predicted to influence their behavioral patterns 
of adjustment. The following questions were asked: Are there unique 
levels of job and life satisfaction among four groups of job changers? 
What coping strategies are used by women who want and plan for job 
changes? How do their behaviors compare to those of women who neither 
want nor plan for job changes? 
Classification of women into four groups 
Four groups of middle-aged women were studied. The groups were 
formulated on the basis of how prior job-separation and present 
job-procuring behaviors were attained. Two levels of job-leaving and 
two of job-procuring behaviors were chosen arbitrarily as the simplest 
expression of differences among the groups. The levels of job-leaving 
behaviors were: (a) choosing to leave a job, and (b) being forced out 
of a job. The two levels of job-procuring behaviors were; 
(a) systematic and realistic planning for the current job, and (b) not 
planning to work but taking a job impulsively or taking one that was 
available. The four combinations of job-leaving and job-procuring 
behaviors were labeled as ; (a) Wanters-Planners, (b) Nonwanters-
Planners, (c) Wanters-Nonplanners, and (d) Nonwanters-Nonplanners, 
Wanters-Planners Wanters-Planners voluntarily changed jobs and 
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planned to enhance their career development. They were hypothesized to 
have the best adjustment and greatest number of coping strategies. In 
managing the transition, these women were expected to; (a) exert 
control in choosing among alternatives, and (b) have the ability to 
acquire new skills and increase their level of self-mastery and compe­
tence. A central question was: Do these women have a primarily 
internal "locus of control" (Rotter, 1966)? 
Nonwanters-Planners Nonwanters-Planners had been forced out of 
a job but had taken action to plan and prepare, perhaps to retrain, for 
the present job. This group was hypothesized to have intermediate 
levels of adjustment and coping abilities. In managing the transition, 
they were expected: (a) to perceive a loss of control in their job 
situation but to be active in choosing their present job, and (b) to 
have the ability to assimilate new information and master new skills to 
increase their level of competence. It was hypothesized that these 
women would have intermediate levels of "locus of control." A central 
question was; What are the differences between the planners and the 
nonplanners among those who did not wish to change jobs? 
Wanters-Nonplanners Wanters-Nonplanners had voluntarily left 
the previous job but had done little planning for the present one. 
This group also was hypothesized to have intermediate levels of adjust­
ment and coping abilities, but at lower levels than the Nonwanters-
Planners. In managing the transition, they were expected; (a) to have 
had control of their past job situations and to have chosen to leave 
but not to systematically choose the present job, and (b) to have 
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little interest in incorporating new information into new skills. A 
central question was: What degree of "locus of control" does this 
group of women believe they have? 
Nonwanters-Nonplanners Nonwanters-Nonplanners were forced out 
of past jobs and did little to obtain their current jobs. This group 
was hypothesized to have the lowest level of adjustment of the four. 
In managing the transition, these women were expected: (a) to exercise 
little control in choosing to leave one job or in selecting the next 
job, and (b) to assimilate little information or utilize few training 
opportunities. A central question was : Do these women perceive 
themselves as being more controlled by other persons and events? 
Each woman in the study was asked to endorse one statement to 
classify herself in one of the four groups. Only women who had changed 
jobs within the past 3 years were selected for study. Job or career 
change was defined as a change in job tasks (Murray, Powers, & 
Havighurst, 1971) requiring new and different skills. Career was 
defined as the sequential order of jobs over the employment history 
(Super, 1957; Vetter, 1978). 
Summary 
This study was a retrospective, cross-sectional, age-relevant 
survey that sampled women in midlife who had changed jobs and agreed 
voluntarily to share their experiences. Job-leaving and job-procuring 
behaviors in both past and present time frames were included. 
Vocational behaviors were evaluated in three multivariable approaches 
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to test if women changed jobs in different ways in the four groups. 
The a priori prediction was that the four groups (Wanters-Planners, 
Wanters-Nonplanners, Nonwanters-Planners, Nonwanters-Nonplanners) would 
act in significantly different styles. It was postulated that the 
Wanters-Planners would be more inner-directed, and Nonwanters-
Nonplanners more other-directed, in their behaviors. The other two 
groups were expected to be a mixture of inner- and other-directedness 
in ways that were unique to each group. 
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LITERATURE REVIEW 
Overview 
The literature reviewed in this chapter is concerned with the 
career-changing behaviors of middle-aged women in the United States. 
Individual differences in values and attitudes, personality changes, 
lifespan transitions, and life event situations are examined within the 
framework of the interactional approach. From this perspective, the 
following major themes are summarized: (a) the development of work 
roles for women, (b) career considerations for the contemporary woman, 
and (c) theoretical models of vocational behavior in midlife. 
In the first section (development of work roles), historical 
information is presented about the composition of the labor force, with 
particular emphasis on the differences in work environments for men and 
women. Salient historical influences are examined, as well as the 
societal influences that shape the expectations of the workplace. The 
expectations and demands of family systems and the marital relationship 
are discussed as they relate to women's work roles. Finally, two 
theoretical views of life transitions are presented; the psycho-
dynamic and the developmental. In the discussion of the developmental 
model, attention is focused on stage theories, life event concepts, and 
the adaptation or maintenance or stagnation model. 
In the second section (career considerations), the family is seen 
as having first priority. Next, women's personal career decisions are 
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seen as being influenced by external factors (i.e. the work environment) 
and internal events (i.e. deciding upon the cardinal role and searching 
for self-identity). Finally, the issues of health and depression are 
discussed in terms of two themes : women's perceptions of life events 
and the multiple roles of women, and patterns of stress and coping 
strategies. 
In the final section of the literature review, theoretical models 
of vocational behavior are considered. Theories of congruency, 
situational choices, and self-actualization are presented. 
The Development of Work Roles for Women 
An underlying assumption in this study is that women differ from 
men and from each other in their work role behaviors. Although adult 
sex roles have been shown to differ extensively (Frieze, Parsons, 
Johnson, Ruble, & Zellman, 1978), there are few empirical studies of 
middle-aged adults and even less research on how middle-aged women and 
men differ. One finding is that women appear to have different work 
roles (Neugarten, 1979; Sheehey, 1976). Angrist and Almquist (1975) 
found that most women enter adulthood with poorly developed goals and 
expect to incorporate a number of roles into their adult lives, while 
men have more clearly defined goals and incorporate the goals in their 
vocational development. McClelland (1976) suggested that women in jobs 
with high power appeared to share accumulated resources in a construc­
tive way with others, while men acted analytically and manipulatively 
to exert their power in assertive and aggressive ways. Finally, 
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studies have shown that women who assume work roles in violation of 
stereotypic expectations are placed in a potentially stressful 
situation, both for themselves (Sales, 1978) and for their families 
(Ackerman, 1981). 
Historical composition of women in the work force 
Women's participation in the paid labor force in the United States 
has increased steadily in the 20th century. From 1900 to 1940, the 
basic pattern was high involvement for young women and lower rates for 
each older group, with intermediate participation of white, middle-
class, middle-aged women (Frieze et al., 1978). Most frequently 
employed were black women of all classes and white lower-class women. 
In the 1950s, there was a dramatic rise in participation in the 
labor force for women aged 35-54 and a slight decrease for women below 
the age of 35. By 1960, the percentage of younger working women had 
increased to the 1940 level, while middle-aged and older women's rates 
remained on a steady but slow increase. In 1970, the rate for older 
women had increased to surpass that of women aged 18-34; and 50% of 
married women aged 35-54 were working, compared to 41% in 1950 and 29% 
in 1952 (Ferriss, 1971). By 1980, more than half of all adult women 
were working, and 6 out of 10 working women were married (U.S. 
Department of Labor, Women's Bureau, 1979). 
Many factors influenced women's increased participation in the 
labor force. Frieze et al. (1978) cited the following: changes in the 
demand for labor; a supply of women available to work as homemakers, 
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thus freeing wives to work outside the home; the availability of child 
care workers and daycare centers; general population increases due to 
the "baby boom" of the postwar years ; an increasing number of jobs that 
are sex-typed as "female"; the unattractiveness to men of work in 
service, clerical, and routine assembly-line positions which made such 
tasks available to women. All of these factors combined to make it 
expedient for employers to place women in low-paying, low-status jobs 
which offered few vocational benefits. 
Historically, women have had fewer legal rights and lower socio­
economic status than men have enjoyed, and these inequities have led to 
a number of negative consequences for women. Women experience increased 
economic hardships, loss of personal self-esteem, feelings of powerless-
ness and ineffectiveness in controlling their environment, and a lower 
standard of living for women who are heads of households. In light of 
these negative consequences, why do women enter the labor force in 
ever-increasing numbers? For many women, jobs represent an opportunity 
for independent income, a potent incentive for employment-seeking 
behavior. Other women have become dissatisfied with the full-time role 
of housewife because modern labor-saving devices have decreased the 
necessity and perceived value of that role. Some women work out of 
economic necessity, especially as their children grow older (Giele, 
1982). Finally, the women's liberation movement has increased awareness 
of women's choices in the labor market (Frieze et al., 1978; Giele, 
1982). 
The increased awareness of choices has resulted in a change in the 
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vocational behaviors of middle-aged women. Some authors, notably 
Corigan (1982), Ferber (1982), and Giele (1982) , have speculated on the 
future by projecting from women's patterns of work in the past and the 
fluctuating social changes of the present. On the basis of a longi­
tudinal panel survey of couples, Ferber (1982) concluded that work per­
formed by-women is generally less desirable and pays less well, but that 
jobs of this type are in greater supply than are the types of jobs 
traditionally performed by men. Ferber also concluded that the influx 
of women into the labor force was associated with the decline in their 
earnings; the greater the supply of workers, the lower the pay offered. 
Societal influences on women's work roles 
Roles are social rules that guide our behavior and define our lives 
in central ways. The term role may be defined as the set of expecta­
tions that arises from the position one holds in society. One's posi­
tion in society may be obtained through personal effort, behavior, or 
choice (Davis, 1949). This position is sometimes described as status, 
which can serve to classify individuals collectively (Biddle & Thomas, 
1955; Linton, 1936). Roles ascribed to the individual by the society 
are those which have special relevance for the society; for example, 
gender, age, and ethnic group membership. Thus, role changes may 
reflect changes in the society's value system. Roles also may change 
for the individual in response to critical and significant life events. 
Women's work roles, therefore, can be viewed as resulting from two 
primary sources, societal and individual. The societal influences are 
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the focus of this section of literature review. 
Marriage Society's emphasis on the importance of marriage has 
been a pervasive influence on women's roles. Women traditionally have 
been taught at a young age that their critical choice was that of a 
husband, not a career. The marital relationship was the basis for 
their future (Angrist 5 Almquist, 1975), and all other activities were 
subordinate to the marital role. Indeed, all of a woman's future 
actions depended upon her marital choice (Kuhlen & Johnson, 1952). 
Work choices were provisional, temporary, and not strongly determined 
by the goals of economic security and generous fringe benefits. 
Socioeconomic status Among women, socioeconomic trends have 
had their greatest impact on the middle class (Giele, 1982). Educa­
tional and economic advantages have provided middle-class women with 
the luxury of a wider range of role choices than is available to women 
in the lower socioeconomic classes (Waite, 1981; Williams, 1983). 
Studies of the impact of socioeconomic class (primarily on men) 
have shown that there are distinct differences among members of 
various classes. Giele (1982) found that a person's socioeconomic 
status has direct, salient, and complex effects on his or her midlife 
developmental experience and its conceptualization. Erikson (1962), 
Levinson et al. (1977), and Neugarten (1958b) reported that their 
upper-middle-class psychiatric patients primarily were among the 
professionally elite, and most were men. Fiske (1980), Haan (1972) , 
and Pearlin (1980) sampled a wider range of people, including lower 
middle-class or blue-collar workers. The patterns of identifiable 
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developmental stages in the adult life cycle and the tasks of middle age 
were different for these two socioeconomic classes. Giele (1980) noted 
that the absence of tasks in growth stages for one group is the norma­
tive behavior in the other; that is, tasks for upper-class people are 
absent in lower-class samples, and vice versa. Upper-class workers were 
able to process new information quickly and adapt to rapidly changing 
technology and work roles. They could develop an abstract self, or 
self-identity, and could integrate all of the discrete events of their 
lives in an ongoing fashion. In contrast, lower-class workers held 
simpler, routine jobs and were more limited by meager education, con­
stricted interests, and fewer kinds of interpersonal contacts. They did 
not experience aging as a process for enhancing autonomy or developing 
their mental powers to meet the demands of changing work roles. They 
responded to concrete situations in their lives rather than to 
technological changes in the society. 
Economic pressures that shape women's work roles The avail­
ability of economic resources appears important in how women partici­
pate in the labor force. In a retrospective study of adult women, 
Birnbaum (1975) reported the differences in women who were honor gradu­
ates of a university and had graduated 10-15 years earlier. Married 
employed women were compared to married nonemployed and single employed 
women. The single women in Birnbaum's sample more often came from the 
lower and lower-middle classes, were less confident of men's ability to 
be providers, were task-oriented, and believed that social mobility 
depended upon occupational achievement. Married nonemployed women came 
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from middle-class backgrounds and had traditional, nonassertive mothers; 
their primary values were motherhood and participation in social activi­
ties . Married employed women also came from successful middle-class 
backgrounds, but with a pattern that combined an interest in warm 
interpersonal relationships with independent and assertive behaviors. 
Elder (1974) studied women who were children during the Great 
Depression and found career orientations quite different from those of 
Birnbaum. Women who were children during the 1930s experienced deprived 
economic conditions and were more likely to become full-time home-
makers . Their mothers were likely to have been forced to work outside 
the home out of economic necessity, and many household tasks became the 
responsibility of the daughters. These girls were inducted into the 
homemaker role early in their lives, and formal education was shortened. 
In contrast, the girls who later combined marriage and employment were 
more likely to have a less deprived background, with greater freedom 
from homemaking chores and more educational opportunities. Elder con­
cluded that the economic resources of the family of origin were 
important influences in the occupational roles of women. 
Current economic conditions are influencing women's work roles in 
the present era. Changes in the economy have influenced middle-aged 
women to change jobs and develop careers. This change in roles has 
resulted in changes in lifestyles, and it is likely that society's 
changing attitudes and values stem from the lifestyle changes. Today, 
according to Mode11, Furstenberg, and Hershberg (1976), transitions are 
more contingent upon situational resources and are more integrated 
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because constraints and policies are set by formal work patterns and 
academic institutions. 
Family influences on women's work roles 
Historically, the family was a collective, extended unit which 
included relatives and others in its membership. From the 19th into 
the 20th century, the emphasis has shifted increasingly to one of 
individualism and of family units consisting only of parent(s) and 
children. Because most women and men were socialized in such a nuclear 
or blended family, the shifting emphasis has resulted in a shift of 
values and attitudes about women's work roles. These attitudes can be 
classified as (a) self-fulfillment and (b) economic necessity. 
Self-fulfillment The emphasis has shifted from a priority on 
the needs of the collective family to a focus on the individual for 
emotional nurturance, intimacy, and privacy and a liberation from 
constricting stereotypic roles of the past. The shift in values from 
the group to the individual has been interpreted as eroding the 
family's resiliency and the individual's ability to handle crises 
(Hareven, 1982). It has been used to explain the greater separation 
of family members and the increased isolation of older people. In 
addition, the shift in values has been blamed for the reduction in 
familial resources that were available to the extended family. This 
geographic and emotional isolation of the smaller family unit has 
served to pinpoint stages or events in the life cycle that had not been 
labeled or studied in the past. Life transitions such as the "empty 
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nest" and the "middle years" were defined only when attention was paid 
to individuals and their efforts to attain self-fulfillment. Hence, 
the psychosocial iterature has little to offer today in terms of the 
comparisons of middle-aged women in the present and the past. 
Economic necessity In increasing numbers, mothers are working 
outside the home and spending less time on child care and homemaking 
tasks (Walsh, 1982; Williams, 1983). Walsh attributed this change to 
women's personal aspirations but also recognized the influence of eco­
nomic necessity. Two-parent families are finding two incomes essential 
to maintain a moderate standard of living. There are also an increas­
ing number of women who head one-parent families and are the primary 
wage earners. This alteration in family functioning requires changes 
in organization of the family system, the parental unit, child-care 
services, and the flexibility of the work environment (Pleck, 1977; 
Waite, 1981; Walsh, 1982). 
Marital influences on women's work roles 
The age at which important life events occur for women has changed 
significantly in the last generation. Marriage at an earlier age has 
resulted in a temporal overlap of roles in the family of origin and 
creation, compacted the period of childbearing, created a period (about 
one-third of adult life) during which the marital dyad lives without 
children, and generated a period of solitary life following the death 
of the spouse. The creation of the long period of time during which the 
couple lives without children has brought about important changes in the 
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marital relationship. Spouses may recognize for the firt time that they 
have fewer common interests and that marital satisfaction has decreased; 
in some cases, partners find that their mates are less accepting of 
them. Consequently, marital dissatisfaction tends to increase in the 
mid-30s (Gould, 1975; Orthner, 1975). 
There is empirical evidence that people who do not fulfill the 
prescribed marital roles are at greater risk for marital dissatisfac­
tion. Since the end of World War II, the division of marital roles has 
been of interest to researchers, first to sociologists (Blood & Wolfe, 
1960; Parsons & Bales, 1955; Komarovsky, 1964), and later to clinical 
investigators (Craig & Tharp, 1968; Hooper & Sheldon, 1970; Tharp & 
Otis, 1966). The implicit assumption in Parsons' original formulation 
was that couples who fulfill their prescribed roles will be content 
with themselves and their marriages, while couples who do not adhere to 
traditional roles will experience difficulty within the family system 
and in extra-familial relationships. Hence, the hypothesis was proposed 
that changes in traditional roles produce individual stress and strain 
relationships within the marital or family system. 
To support this hypothesis, Frank, Anderson, and Rubinstein (1979, 
1980) found that distressed couples, compared to nonpatient couples, 
tended to adhere to marital role assignments less consistently. In 
addition, if the individuals in a disturbed couple experienced role 
strain, they also disagreed in their perceptions of who carried out 
various roles within the marriage. Global feelings of dissatisfaction 
with the marriage were likely to have a detrimental effect on the sexual 
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relationship (Frank et al., 1979) , and a common finding was that one 
partner in a disturbed marriage held status as a physical or emotional 
patient (Frank et al., 1980). Women were physically and psychologically 
vulnerable to role strains (as defined by Goode, 1969) and marital 
disruption. 
Life transitions that influence women's work roles 
Women's psychological state at each life stage can often be related 
to the roles they hold or do not hold at the time (Birnbaum, 1975; Maas 
& Kuypers, 1974). For example, as children leave the home, the parental 
role diminishes; if the husband dies, the marital role terminates 
(Bernard, 1975; Lopata, 1973). Such transitions can cause a painful 
process of making major readjustments in living patterns. 
In the early literature on aging, researchers assumed that once 
adulthood was attained, there would be no further expansion or diffi­
culty in normal development and adjustment (Ackerman, Note 1) . In the 
more recent literature, however, there is growing recognition that 
adulthood is not necessarily a time of stability, certainty, and con­
sistent commitment (Baltes et al., 1980; Murray et al., 1971; Myers, 
1978; Neugarten, 1968b, 1979; Schlossberg, 1981). Instead, the middle 
years have been described in terms of "crises" (Ackerman, 1981; Brim, 
1976; Gould, 1972; Levinson et al., 1977; Vaillant & McArthur, 1972) 
and "transitions" (Ackerman, 1981; Dohrenwend, 1977; Fiske, 1980; 
Neugarten, 1979; Stevens-Long, 1979; Tiedeman, 1978). 
Recent studies have suggested that complex patterns of 
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psychological change occur throughout the life cycle (Clausen, 1972; 
Sales, 1978). Each stage of adult life brings into focus new or dif­
ferent issues, feelings, and insights. Personality evolves in a 
sequential pattern that has been likened to a series of metamorphoses 
over the life span (Gould, 1975). Temporary periods of disequilibrium 
may be necessary precursors to later adjustment and may provide the 
basis for new personality growth (Gould, 1975; Sales, 1978; Tiedeman, 
1978) . Thus, periods of upheaval in adulthood may be construed as 
important for healthy development rather than as leading to maladaptive 
and degenerative behaviors. 
Empirical studies of transitional periods can be classified in 
terms of their underlying conceptual frameworks. In the discussion that 
follows, studies based on psychodynamic and developmental concepts are 
presented. Within the developmental framework, there are several 
conceptual models : stage, timing, life event, and integrative. 
Psychodynamic concepts Early psychodynamic perspectives on 
aging maintained that experiencing a sense of loss and moving into the 
middle-adult stage of life were synonymous, and the individual was seen 
as a victim of circumstances (Erikson, 1963; Gould, 1972). Deprivation 
and loss in adulthood were characterized as irreversible, and they 
could be physical, social, or emotional in nature. Somatic losses 
included health and fertility or virility. Social losses included loss 
of friends, older kinsmen, and maturing children. Existential losses 
might be the realization of one's own mortality, loss of the "dream," 
or perceived loss of the future (Brim, 1976; Vaillant & McArthur, 1972). 
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Developmental concepts The developmental perspective makes 
three basic assumptions about normal psychological growth (Sales, 1978). 
These assumptions are; (a) In each stage of life, certain critical 
psychological issues are brought into focus ; (b) some stages require 
major personality restructuring and result in disequilibrium, while 
others demonstrate personality consolidation and relative equilibrium; 
and (c) each stage is sequential and builds on the preceding ones. 
Rossi (1980) noted that developmental theories were comprised of 
at least two major perspectives. The first emphasizes discrete stages 
of transition. The second focuses upon the timing of life events, with 
less stringent demarcation of developmental steps. The stage transi­
tions have static qualities and depend upon definitions of life events. 
The timing models have process dimensions as, for example, in 
Neugarten's (1959) biological clock model. 
Stage models Erikson's (1950) epigenetic model of person­
ality, Levinson's (1978) complex midlife individuation development, and 
Gould's (1972) life stage transitions can be classified as stage models 
because they delineate clear boundaries of phase development. In each 
static and discrete stage, certain phases of adult development must be 
mastered and must precede subsequent phases. 
Timing models According to the timing model, adult matura­
tion is derived from the experiential consequences of normal and 
anticipated events. Perum and Bielby (1980), for example, have concep­
tualized a life structure of many dimensions and complexities. Each 
dimension moves on its own timetable and, while rotating along a single 
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axis, interacts with other dimensions. Each dimension has its own 
antecedents, transitions, and sequelae. The result may be harmony or 
disharmony among the various timetables—a very complex interaction in 
the developmental processes. 
Life event models Recent empirical studies h&ve shown that 
the stage and timing models are inadequate to explain certain life 
events which can have a powerful influence on adult development. 
Fiske's (1980) longitudinal study of blue-collar workers demonstrated 
that socioeconomic factors (e.g., income, education, occupation) could 
be so powerful that they become the pivotal center of workers' lives. 
Pearlin (1980) concluded that certain life events (e.g., major illness, 
loss of a job, death of a child) strongly influenced adult development. 
Pearlin theorized that such life events present adults with unique 
transitional tasks, and different tasks may be required of each indi­
vidual. Given all of these factors, stage patterns may not be clearly 
established, and an internal clock may not be discernible. 
Integrative models Ackerman (1981) and Giele (1982) have 
suggested that life course theories should integrate stage tasks, 
timetables, and life events. That is, both environmental factors and 
internal stages of development must be taken into account. Models that 
have interactional qualities, such as the person-by-situation approach, 
may serve more adequately to describe the adult developmental process. 
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Summary 
Empirical studies of women who enter the work force must take into 
account the varied influences on adult life transitions. These influ­
ences include social pressures (marriage, socioeconomic status, the 
state of the economy), family constraints (self-fulfillment and economic 
needs), marital satisfaction/dissatisfaction, and the personal conse­
quences of life transitions. The effects of these influences on 
women's career development are the subject of the next section. 
Career Considerations for Women 
Women face obstacles that are unique to their sex when they seek 
employment, select a career, and enter the labor force. For married 
women, the first problem is to assign priorities to their multiple roles 
at home and on the job. For most women, both married and nonmarried, 
the only jobs available are lower paying and of lower status than those 
performed by men. Even the most successful women in professions or 
careers of high status suffer discrimination and stresses than men do 
not encounter. (It is true, of course, that men suffer discrimination 
and experience transitional strains, but men's problems are referred to 
in this paper only as they provide useful comparisons to women's.) 
The literature pertaining to women's personal and environmental 
problems is reviewed in this section. In addition, the problems of 
physical and emotional well-being and of depression are discussed as 
they relate to women in the transitional stage of the middle years. 
Finally, how women cope with the stresses of midlife is explored. 
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Priorities 
Conflicts arise as priorities are assigned to the values of family 
and work. Married professional women tend to give first priority to 
family concerns (Angrist & Almquist, 1975; Poloma, 1972). Many women 
have stated that they would not have pursued a career if their 
husbands had objected (Birnbaum, 1975; Horner, 1968). 
Women must also decide whether seeking employment is important 
enough to warrant coping with the stresses that may result. For 
example, working women may encounter negative reactions from friends, 
family members, and co-workers. Achieving success may be considered 
"unfeminine" both by the woman herself and by others (see Hoffman & 
Nye, 1974, and Horner, 1968). Although single women who have entered 
professions report that men often feel threatened by women who are 
more successful or who are perceived to be more competent, the threat 
is often decreased by discriminatory practices (Fitzgerald & Crites, 
1980) . The more successful women become, the more they may limit the 
pool of men with whom they can socialize or from whose membership they 
can select a marital partner. The opposite is the case for men; the 
more successful the man is, the more likely he is to be married 
(Bernard, 1975). 
Discrimination 
Women work for the same reasons that men work; income, personal 
satisfaction, personal identification, social interactions, and 
financial stability (Neopolitan, 1980). Most women, however, are 
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employed primarily in low-status, low-skill, sex-stereotyped work in 
jobs that offer limited opportunities for advancement. Sawhill (1977) 
noted that most women can penetrate the labor market only at or near 
entry-level pay and job status; typically, they have had fewer years 
of work experience than men, and their work histories may be inter­
mittent as they leave the labor force during childbearing and 
childrearing years. 
Limited child-care resources can restrict working mothers from 
exploring the full range of employment opportunities (U.S. Senate 
Subcommittee on Child and Human Development, 1979, pp. 858-873). 
Mothers also may be forced to refuse requests for overtime work because 
of conflicting demands at home. They may find that they can handle 
only part-time or intermittent work, thus restricting themselves to 
even lower paying jobs and smaller, or perhaps no, fringe benefits. 
Women may find it difficult to perform on the job equally as well 
as men. Most women have strong demands on their time and energy in 
addition to those of the job. For example, married women who work have 
been found to receive little help with housework from their husbands 
(Blake, 1974; Giele, 1982; Hoffreth 6 Moore, 1979). In fact, women's 
job performances have been rated lower than those of their male counter­
parts (Deaux & Taylor, 1973; Goldberg, 1968; Pheterson, Kiesler, & 
Goldberg, 1971). Even given the same job performance, women have been 
rated lower by male raters and have been less likely to be promoted 
(Frieze et al., 1978; Rosen & Jerdee, 1974). Studies of working women 
have demonstrated that male co-workers who object to the women's 
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presence can, subtly or otherwise, make the women's work more difficult, 
with the consequence that the women cannot establish the informal con­
tacts that are so important to successful job performance and 
advancement (Epstein, 1970; Hoffman & Nye, 1974). 
Employers promote discrimination with their belief that women do 
not view their jobs as essential and that men, therefore, should be 
hired or promoted preferentially (Frieze et al., 1978). Unger (1979) 
summarized the predominant attitudes among employers: (a) Women work 
only for extra, nonessential money ; (b) women do not have an investment 
in their jobs; (c) women are not motivated to hold jobs for long periods 
of time; (d) women are unreliable workers who do not take their jobs 
seriously and quit when financial needs are alleviated; and (e) working 
mothers are committed more to their homes than to their jobs. 
A societal myth about women and work (Unger, 1979) is that things 
are getting better. Although it is true that barriers have been re­
moved in many fields, the majority of women still receive 59% of the 
average wage paid to men, and women's wages are rising less rapidly than 
men's (Ferriss, 1971; Unger, 1979). The result is that the differences 
in wages, coupled with the difference in role demands, will continue to 
increase and separate women and men in the labor market. A woman 
worker is likely to be treated differently than a man. How each woman 
perceives herself and her ability to choose among work roles depends on 
her self-identity and (as discussed later in this section) her coping 
strategies to resist the vulnerabilities of work-related stress. 
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Self-identity 
The older one grows, the more individuated and autonomous one 
becomes. The middle years have been characterized as a time of self-
appraisal accompanied by changes in thinking, behavior, and handling 
of recurrent conflicts (Erikson, 1959, 1963; Jung, 1933, 1960). In 
formulating a theoretical model for men in midlife crisis. Brim (1976) 
depicted the life cycle as a hierarchical succession of social roles 
and accompanying personality changes. These changes in roles and per­
sonality are the product of life-long socialization experiences rather 
than chronological age changes. 
Neugarten (1979), in a longitudinal study, identified a change in 
time orientation as an important personality change; individuals no 
longer perceived themselves as growing up when they reached midlife, 
but as growing old. Lowenthal et al.'s (1975) cross-sectional study 
focused on role gains and losses in adult transitions. Across age 
cohorts, role changes did not produce crises but, rather, provided 
situations in which one stage of life could be left behind and another 
begun. 
Most women are tentative in their quest for self-identity until 
they reach midlife (Lowenthal et al., 1975; Sales, 1978). Their 
clarification of needs, values, and goals, which are central aspects of 
identity, are developmentally delayed. Most women in their 20s are 
undecided about their cardinal role in life and because this is the time 
of mate selection, there is a strong probability of marital incompati­
bility (Sales, 1978). 
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The decision to have children during one's early 20s has important 
consequences for later career and self-development (Giele, 1982; Waite, 
1981). Most fathers are able to focus their lives on their careers, 
but mothers are more preoccupied with the children and use more time 
and energy in their care. It is when the children are older and no 
longer are the center of their mothers' lives that women may experience 
a major identity crisis. One mechanism for extricating themselves from 
the family-centered role is to enter the work force, and the career or 
work role serves to shape self-identity. Neugarten (1968a) pointed out 
that women present themselves to others with a more positive sense of 
self-identity as they integrate their personalities in the work role 
during their middle years. 
The current life stage theories do not recognize the late 20s as a 
critical transition point in the lives of women (Ackerman, 1981; Frieze 
et al., 1978; Giele, 1982). This is unfortunate, because women must 
experience the transition before their mid-30s if they are to develop 
independence from parents, husbands, and children (Bernard, 1975). 
Women who are unable to make the transition do not forge an independent 
identity and remain immature for the rest of their lives. 
Health and depression in the middle years 
In some important categories, such as depressive disorders, women 
have higher rates than do men (Weissman & Klerman, 1977; Williams, 
1983); yet not all women in their middle years experience clinical 
distress (Barnett & Baruch, 1978) . Lowenthal et al. (1975) found that 
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among four age cohorts, from high school seniors to retirement couples, 
middle-aged women had the poorest self-concepts, were lowest in life 
satisfaction, and felt the most despair. Thus, there is evidence that 
the middle years are critical ones for women's emotional well-being. 
Many researchers have examined the impact of depression upon 
middle-aged women. Stress theories have been developed for the indi­
vidual (Caplan, 1974; Paykel, 1979) and for the family (Burr, 1973; 
Caplan, 1975; Hill, 1949; McCubbin, 1979). Assessment inventories have 
been developed to measure levels of stress in individuals (Dohrenwend, 
Krasnoff, Askenasy, & Dohrenwend, 1978; Holmes & Rahe, 1967) and in 
family systems (McCubbin, Dahl, Lester, & Benson, Note 5). 
Two thematic correlates in the literature on health and depression 
are emphasized in this section. The first theme is that life events, 
either experienced or perceived, are important factors in illness, 
including depression (note that the word depression is used here to 
refer to the normal situational or reactive type). The second theme is 
that women's multiple roles are related to their psychological status. 
Life events Expectations, their relative importance and com­
patibility, have a potential impact upon women's performance, coping 
abilities, and psychological and physical well-being. Women frequently 
base their long-range expectations on what others expect of them. They 
stifle their own self-expectations, and this can create interpersonal 
and intrapersonal conflict and stress (Spence & Lonner, 1979). A sense 
of being in control of one's life fosters self-esteem and enhances a 
sense of mastery of the environment. In contrast, feelings of 
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helplessness (Seligman, 1975) or of being externally controlled (Rotter, 
1966) have been associated with depression (Giele, 1982; Nathanson & 
Lorenz, 1982; Spence & Lonner, 1978). Some authors (Ackerman, 1981; 
Giele, 1982; Nathanson & Lorenz, 1982; Spence & Lonner, 1979) believe 
these feelings explain the high frequency of depression found among 
middle-aged women. 
Adverse life circumstances can cause situational depression, and 
by logical extrapolation, a variety of extremely unfavorable life events 
in a short period of time may overwhelm the adaptive skills of the most 
healthy individual. Such an accumulation may even push the person into 
a state of melancholic-like despair or depression. There is empirical 
evidence that the depressionogenic impact of life events is additive 
(Akiskal, 1979; Holmes & Rahe, 1967; McCubbin, 1979) and peaks during 
the 6-month period preceding the depression (Paykel, 1979). Some 
authors have suggested that depressives experience 3-4 times more 
aversive life events than do control groups of the general population 
(Holmes & Rahe, 1967; McCubbin et al., 1976; McCubbin & Patterson, 
1981) . Life events are thought to account for 25% to 30% of the 
variance in the causation of depressive disorders (Akiskal, 1979; 
Harris & Brown, 1974). Thus, life stressors have been used in empirical 
assessment and in inventories such as the Social Rating Scale of Stress 
(Holmes & Rahe, 1967) and one of its descendants, the Family Inventory 
of Life Events and Changes (McCubbin et al., 1976; McCubbin S Patterson, 
1981). 
Many other explanations have been offered as causes of the high 
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frequency of diagnosed depression found among middle-aged women. These 
include; (a) the housewife role, with its constraints of loss of 
control (Bernard, 1972), learned dependency (Birnbaum, 1975; Guttentag 
& Salasan, 1977; Miller & Ingham, 1976), and boredom (Pearlin, 1980); 
(b) the "empty nest," which precipitates a sense of loss of the 
maternal role (Birnbaum, 1975; Deutscher, 1968; Williams, 1983); and 
(c) an imbalance between the demands of others and the opportunities 
to care for the self which pushes women into a feeling of dependence 
without an appropriate balance of a feeling of competence (Giele, 
1982; Schlossberg, 1981). 
According to life events theorists, employment is a potential 
buffer against depression (Bart, 1971; Birnbaum, 1975) and can also 
speed recovery (Brown, Bhrolchain, & Harris, 1975). The quality of 
relationships at work and satisfaction with the environment outside of 
work also can have mediating effects (Warr & Perry, 1982). In the 
Brown and Harris study (1977), employed women who were subjected to 
high levels of stress or low levels of companionship were about half 
as likely to have depressive symptoms as were unemployed women who had 
high levels of stress. 
Other factors that help to protect women from depressive symptoms 
can be summarized as follows. Women who had recently experienced 
adversity were protected from depression by having an intimate, con­
fiding relationship with a husband or close friend of the opposite sex 
(Brown et al., 1975). Having many friends but less intimate relation­
ships also protected women in times of stress (Finlay, Jones, & 
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Burvill, 1979; Henderson, 1977; Miller & Ingham, 1976). Family support 
was identified by women as being central in their self-perceived sense 
of well-being and security (Cobb, 1976; Cresswell, Corne, & Zautra, 
1981) . Upper-middle-class women had a greater variety and number of 
helping sources, including co-workers and physicians, and had signifi­
cantly less stress than did their blue-collar counterparts (Barnett & 
Baruch, 1978; Spence & Lonner, 1979; Warren, Note 3). Women who chose 
to spend more time working outside the home were often bound by habitual 
responsibilities and found it difficult to modify their work load; they 
suffered deteriorating general health after beginning employment 
(Berkove, 1979) or job training (Hooper, 1979; Kelly, 1982), but showed 
increased confidence, reduced generalized anxiety, and improved rela­
tionships with spouse and children (Berkove, 1979; Kelly, 1982). 
Finally, women who perceived life events as pleasurable and desirable 
(Paykel, 1979) had an enhanced sense of life quality and increased 
overall evaluation of well-being and life satisfaction (Cresswell et 
al., 1981; Paykel, 1979). 
Multiple roles The second theme in the research literature on 
women and their psychological status is that the presence or absence of 
depression is related to the multiple roles held by women. Belle 
(1979) and Guttentag and Salasan (1977) have suggested that women are 
depressed because of a sense of helplessness, and particularly vulner­
able are those who have multiple roles, a high number of demands upon 
their time and attention, and few available resources. Included among 
this group are heads of single-parent families, women with poor 
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education and inferior vocational skills, and women who work for low 
wages. 
In recent studies on depression and well-being in women who work, 
compared to those who remain at home, two consistent themes emerge. 
The first is that a sense of competence and self-efficacy heightens a 
woman's sense of well-being and wards of depression. The second is 
that there is no single role for a woman which guarantees her a high 
sense of competence and self-esteem; much of a woman's self-evaluation 
depends upon the structure of the multiple roles in which she finds 
herself (Barnett & Baruch, 1978; Booth, 1979; Brown et al., 1975; 
Giele, 1982; Hooper, 1979; Spence & Lonner, 1979; Williams, 1983). 
Women have been perceived traditionally as receiving satisfaction and 
validation from their roles within the family rather than from the work 
environment, but this expectation may have several qualifications. 
Deutsch (1944) was one of the first psychiatrists to recognize 
women's sensitivity to others and their vulnerability to loss and a 
sense of hopelessness. When middle-aged women enter the job market, 
they often find it easier to add the new tasks to the existing chores 
rather than trying to change family functioning. The increased work 
load induces a sense of guilt for having "imposed" less comfort on the 
family (Berkove, 1979; Booth, 1979; Hooper, 1979) or results in feeling 
less adequate as a parent (.Rose, 1955) . 
Much of the data gathered on working mothers remains ambiguous. 
In general, motherhood is not predicted by marital status, and marital 
status is not a good indicator of other roles. Giele (1982) maintained 
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that to promote women's health and sense of well-being, a balance is 
required between nurturant and productive roles (i.e., mother and 
career worker). This type of balance is more predictive than is a 
simple categorization of marital status. For example, married women 
report higher levels of satisfaction in work than do single, widowed, 
divorced, or separated women (Bernard, 1975; Campbell, Converse, S 
Rodgers, 1975). Also, working women report fewer physical and mental 
symptoms and are presumably healthier than are full-time housewives. 
Yet other studies have found single women to report greater satisfaction 
with work than do married women (Sears & Barbee, 1977; Warr & Perry, 
1982). Such confusing results indicate the need for further research. 
Stress and coping strategies An important preventative to 
stress reactions is an interpersonal network of family and friends; 
psychological well-being is promoted by social networks and support 
systems within and outside the family system (Akiskal, 1979; Boss, 
Note 4; Caplan, 1976; McCubbin et al., 1976). Caplan described the 
social support system as a buffer against stress. Social networks 
have been defined as the number, frequency, proximity, and quality of 
social contacts. The support system is the pattern of help given to 
persons in stress by institutions and/or individuals. Akiskal (1979) 
views depression as the result of the nonavailability of a protective, 
interpersonal system which can offer emotional support during major 
life events. 
Developing behaviors and cognitive strategies to cope with 
stress-inducing situations is another preventative mechanism. The term 
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coping strategy is used to describe how people adapt constructively to 
events in their lives. Coping behaviors are complex, ongoing, recipro­
cal or interactional relationships between individuals and their 
environments. Coping processes have been referred to in the literature 
as: (a) ego processes (Haan, 1977; Vaillant, 1977); (b) traits 
(Lazarus, Averill, & Opton, 1974); and (c) special demands made by 
specific events such as illness (Moos, 1977). Coping processes are 
required after being fired from a job (Entine, 1975) or in bereavement 
reactions (Parkes, 1972). Coping usually involves a shift in past 
behaviors to problem-solving techniques to resolve the stress reaction 
(Folkman & Lazarus, 1980). 
The coping strategies of middle-aged people were studied by 
Folkman and Lazarus (1980), who asked several times during 1 year what 
coping strategies were used. No differences were found in the age 
group 45-64 when analyzed by 5- or 10-year cohorts, and no statistical 
differences were found between the small samples of men and women. 
The most potent variable was the situational context. In the context 
of the work environment, predominantly problem-solving strategies were 
used. Health-related situations elicited emotional expressions such 
as crying or anger. Family problems called forth both problem-solving 
and emotionally focused coping strategies. 
McCubbin (1979), on the other hand, found that stress management 
in the family system follows an active process, using a variety of 
strategies to decrease vulnerability to stress. Successful adaptation 
involved at least two major sets of family resources. First, the 
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family must have or develop internal resources, such as integration 
and adaptability, to withstand psychosocial stress. Second, the 
family must have or develop a range of coping strategies to strengthen 
its internal organization and functioning, procure community and 
social supports, and divert, reduce, or eliminate the sources of 
stress. 
McCubbin, Boss, Wilson, and Lester (Note 5), in a summary of 
recent literature, found that the family functions and resources of 
adaptability, cohesiveness, coping norms, and social support are 
positively related to family income, whether the wage earners number 
zero, one, or two, but are not related to education or occupation. 
These findings suggest that the two-parent family has more positive 
outcomes in adaptability, cohesiveness, and effective social networks 
than a one-parent family. 
The wife's or mother's job-changing behavior has been cited as 
a source of family stress reactions (Boss, 1978; Hooper, 1979; 
McCubbin et al.. Note 5). Boss concluded that normative family stress 
emerged from the boundary changes in the family which occur after the 
entrance of a full-time homemaker/housewife into the work force or 
a job-training program. As the family adjusts to the change, the 
reassignment of tasks and roles becomes stressful. Strategies for 
coping with such stressful situations can be maladaptive or adaptive 
for the individual as well as for the family. In the section that 
follows, some theoretical implications of adjustment to women's 
vocational demands are examined. 
48 
Theoretical Models of Vocational Behavior 
Current theories of vocational behavior for use in the study of 
women are sparse, piecemeal, and uncoordinated. They implicitly assume 
that women's career choices are heavily weighted by society's expecta­
tions . They do not deal with the special problems of career women 
(Osipow, 1960), or with the working mother who gives first priority to 
her career rather than to her family (Giele, 1982). Further, they 
assume that women's occupations will in some fashion parallel the work 
done in the home (Fitzgerald & Crites, 1980). 
This section presents the current theories of vocational behavior. 
They are classified as theories of congruency, situational choice, and 
self-actualization. At the conclusion of the section, a more useful 
theoretical model for empirical investigation of the career changing 
behaviors of middle-aged women is presented. This person-by-situation 
approach was the basis of the current study. 
Theories of congruency 
Vocational theories of congruency are similar to the early theories 
of adult development in that they assume the career choice, once made, 
is a permanent one. The individual who remains in the first chosen 
occupation achieves congruency and stability (Ginzberg, Ginsburg, 
Axelrod, & Herma, 1951; Holland, 1966; Super, 1953), while the person 
who changes careers is labeled unstable (Holland & Gottfredson, 1976; 
Gottfredson, 1977). Few congruency theorists have addressed career 
development in the middle adult years, and even fewer have 
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acknowledged the special problems of women delineated above. 
Theories of situational choice 
The salience of the homemaker role in the lives of women workers 
is the focus of theories proposed by Psathas (1968) and Zytowski 
(1959). Zytowski emphasized the changing qualities in nature of the 
roles of women across the life span. Psathas extended Zytowksi's 
theory to include three other central considerations; (a) women's 
marital intentions, (b) socioeconomic status of husband and parents, 
and (c) husband's and parents' attitudes toward the wife's working. In 
addition, Psathas pointed out that the environmental setting within 
which the woman must choose a job is an important factor. 
The paradigm of the Psathas model had been formulated earlier by 
Blau, Gustad, Jessor, Parnes, and Wilcox (1956), whose conceptual 
framework for vocational choice was applicable to middle-aged women. 
Blau et al. proposed that two distinct themes were influential in the 
choice of an occupation; (a) the social experiences that influence 
personality development, and (b) the limitations of occupational 
opportunities and choices available to the individual. These authors 
believe it is an over-simplification to conceive of personality 
development and occupational choice as occurring concomitantly. Choice 
is a continuously modified compromise between preference and expecta­
tion, and a series of successive choice periods must be analyzed to 
determine how earlier life decisions impact upon the range of choices 
in later years. 
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•The model developed by Murray, Powers, and Havighurst (1971) has 
particular relevance in the current study. These authors formulated a 
hypothesis that incorporates two dimensions of pressure for change: 
(a) the self, or internal sources; and (b) the environment, or external 
sources. Pressures from either the self or the environment can vary in 
intensity from low to high. In the current study, the job changing 
patterns of choosing to leave a job and being forced out of a job 
represent Murray et al.'s internal and external sources• 
Theories of self-actualization 
The most pragmatic theoretical model for the career changing 
behavior of middle-aged women is that of Super (Super, 1957, 1963, 
1972, 1980; Super & Hall, 1978). This developmental self-concept 
theory rests on the assumption that people strive to enhance their 
self-concept by choosing to enter the occupation they believe will offer 
most opportunities for self-expression. The self-concept is continually 
developing across the life span, and the behaviors used to enhance it 
are presumed to be a function of the individual's stage of life devel­
opment within a context of changing environmental pressures and demands. 
Vocational maturity thus is defined as the congruence between the 
person's vocational behavior and the expected vocational behavior at 
that age. 
Super (1957) proposed the following career patterns for women; 
(a) stable homemaking—women who have no significant work experience; 
(b) conventional working—women who work after education but not after 
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marriage; (c) stable working—single women who work continuously; 
(d) interrupted working—married women who work for a while as full-
time homemakers and then return to work; (e) unstable working—women 
who move in and out of the labor force at irregular intervals ; and 
(e) multiple trial working—women who hold a succession of unrelated 
jobs. In testing Super's career patterns, Mulvey (1963) found that 
one-third of women who had graduated from high school 20-27 years 
earlier accepted homemaking and childrearing as their only career. The 
other two-thirds incorporated career work roles into their lives. As 
a result, Mulvey proposed that work is more central to women's i 
existence and is more internalized than theorists have posited. 
Super's model can be criticized on several counts. He did not 
include a concept to explain the changing work role, and he did not 
address the issue of the salience of the work role for adult women. 
Furthermore, his exploration and specification stages may not accurately 
reflect women's developmental stages (Fitzgerald & Crites, 1980); and 
in his implementation stage, he splits the self-concept into multiple 
roles rather than allowing a process to unify self-concept or 
self-identity for a woman's roles of wife, mother, and worker. 
None of the theoretical models of vocational behavior consider the 
later onset of women's career development. As noted earlier, central 
aspects of women's self-identity are delayed, according to traditional 
developmental theories. This point is important in studying the career-
changing behaviors of middle-aged women because their status in their 
30s may be more similar to that of men in their 20s than to men in their 
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30s. The result is that women in the work force are about 10 years 
behind their male cohorts in career development. Although age dis­
crimination is not a serious barrier to women at the age of 30, these 
women may experience interpersonal difficulties because of the incon­
gruity between their maturity and their occupational status as 
beginners. A further difference from their male working colleagues of 
the same age is that men, having had an additional 10 years of work 
experience, are spending less time climbing the vocational ladder 
(Vaillant, 1977), and they begin to turn their attention away from 
work toward home or community activities. Middle-aged women, on the 
other hand, were preoccupied with home and community activities at an 
earlier age and are now ready to invest more time and energy in their 
work roles. 
Schlossberg's adult transition model (1981) offers a useful 
approach to the study of women's career changing behavior. The model 
contains variables such as the demographic characterisitcs of the 
person, roles, attitudes, and relevant life events, and provides an 
interactional analysis of person and situation. It facilitates 
descriptive explanations of the transition with its definitions, and 
contains exploratory qualities to investigate the etiology of career 
changes. An underlying assumption is that adulthood is not static, 
but fluid in nature. Schlossberg's model can be criticized on the 
grounds that few constructs are included to define the process of 
changing. 
In Schlossberg's adult transition model, adaptation is defined as 
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"movement through phases," a process in which the individual moves from 
being totally preoccupied with the transition to integrating the 
transition and being less and less preoccupied with the change. Adapta­
tion depends upon the balance of resources, the net sum of important 
variables in the pre- and post-transition environment, and the self-
evaluation of well-being, competence, and health. Within this frame­
work, adaptation can be assessed by the degree of similarity or 
difference in the assumptions about self and environment, particularly 
with respect to the support systems before and after the transition. 
These pre- and post-evaluations generate summation scores on variables, 
and the resulting difference score reflects the "adaptation." What is 
lacking in this model is that critical variables cannot be identified 
as predictors of adaptive behavior, and specific characteristics cannot 
be pinpointed to isolate strategies and processes of adaptation. 
Schlossberg reported that in two studies based on her model, 
different factors had different priorities for different samples. For 
professional men who were losing their jobs due to industry cutbacks or 
attrition, institutional support was the most important variable in job 
changing. For couples who were making a geographic move, the most 
salient factors were gender, identified and specified sex-roles, the 
perceived duration of the move, the interpersonal support networks each 
person was able to maintain, and the degree to which the couple felt in 
control of their situation. Thus, on the basis of these two studies, no 
generalizations can be made about the model. 
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The person-by-situation approach 
A person-by-situation approach to assessing vocational behaviors 
has been proposed as more adequate than existing theories to explain 
the career-changing behaviors of middle-aged women (Ackerman, Note 1). 
At the present time, the Ackerman model is based upon limited empirical 
data. In a preliminary study, Ackerman asked professionals who publish 
in the area of adult development to respond to questions about midlife 
and the midlife career change. Factors viewed by these professionals 
as influential were rank-ordered in the following manner; 
1. Attitudes about self 
2. Personal values and beliefs 
3. Stress in the family or work systems 
4. Attitudes about work 
5. Marital adjustment to role changes 
6. Mental and physical health 
7. Strategies used to solve family conflict 
8. Stress in the career change for the career changer 
9. Job satisfaction 
10. Personality qualities 
10. Situational constraints 
12. Strategies used to facilitate career change 
13. Responses of significant others to career change 
14. Demographic factors: age, sex, education, socioeconomic 
status 
15. Strategies and behaviors used in the job change 
16. Last three to five jobs held 
17. Changes in relationships with the extended family 
The current investigation was an exploratory study of the person-
by-situation approach. Most of the variables listed above were incor­
porated in a self-report questionnaire for middle-aged women. 
Behavioral changes in relationships with the extended family were ex­
cluded; and in lieu of a complete job history, only the title and a 
description of job tasks of the present and last jobs were requested. 
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In the present study, career was defined as the sequence of occu­
pations in the life of an individual (Super, 1957; Vetter, 1978). Job 
was defined as the specific work tasks described by the individual, 
plus the salary and job title. The basic event that was evaluated was 
how women managed change in job tasks, which could involve promotion, 
lateral movement within the company, or a new set of work tasks. 
The interactional model was used to assess middle-aged women's 
situations in the midst of job/career change. The basic question that 
was investigated was whether middle-aged women changed jobs in 
different ways. 
Summary 
Vocational theories, as applied to middle-aged women's career 
development, are lacking in generality, extensiveness, utility, and 
validity. The assumption has been that women would work at home or 
would perform similar tasks in the labor force, and that women's 
adult developmental stages paralleled those of men. The literature 
demonstrates that these assumptions do not hold. 
An adult transition model appears to be a useful springboard for 
investigating career development for middle-aged women. From this 
beginning, a person-by-situation approach has been developed to describe 
and quantify the middle-aged woman's career-changing behaviors. In the 
section that follows, the method of study is presented. 
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METHODS 
The first topic presented in this section is the overall design of 
the study. Next, the instruments and measures taken are described. 
Third, the experimental conditions are presented. The final topic is 
the hypotheses that were tested. 
Statement of Problem 
The overall hypothesis of the current study was that women are 
different from each other in the way they separate from a past job and 
how they attain a new job. The hypothesis was tested by examining 
variables that appeared to be relevant to these differences. These 
variables included descriptive demographic characteristics, personality 
characteristics, strategies utilized in changing jobs, behaviors used 
to manage the change, perceived job and life satisfaction, attitudes 
about midlife, and stresses induced by life situational events. 
The study was a field survey in which women volunteered to 
complete two questionnaires. The subjects were middle-aged women who 
were employed by a utility company in the midwest. 
Each woman in the study was categorized on the basis of her 
job-leaving and job-procuring behaviors, according to self-report. 
There were two classes of job-leaving behaviors; wanting to leave a 
job, and being forced out of a job. These two groups were labeled 
Wanters and Nonwanters, Wanters were women who had planned to leave a 
job; Nonwanters were women who reported that they had been forced out 
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of a job. There were also two classes of job-procuring behaviors: 
actively planning to acquire a new job, and exerting little planning 
to acquire a new job. These two groups were labeled Planners and 
Nonplanners. Planners were women who had systematically gone about 
obtaining a new job; Nonplanners were women who had not investigated 
possibilities for furthering their career development and had accepted 
whatever job was available. Thus, four categories of women were 
included in the study : Wanters-Planners, Nonwanters-Planners, Wanters-
Nonplanners, and Nonwanters-Nonplanners. The prediction was that the 
women in these four groups would show different behavioral and cogni­
tive tactics in changing jobs or advancing their careers according to 
their group membership. 
Description of Instruments and Measures 
Several aspects of women's career-changing behaviors were posited 
to be important or critical. These included: demographic descriptions, 
personality characteristics, self-perceptions of job and life satis­
faction, strategies used in changing jobs, behaviors used to cope 
adaptively with change, attitudes about midlife career changes, life 
events perceived by the women as stress inducers, and group membership. 
The variables studied were classified theoretically as : 
internal (person approach), environmental (situation approach), and 
interactional (person-by-situation approach). Internal variables 
included demographic characteristics, personality characteristics, and 
perceptions of attitudes. Environmental variables were life events 
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that were thought to be potential stressors. Interactional variables 
were the strategies used to change jobs, coping behaviors used to ad­
just to change, perceived satisfaction with job and life, and group 
membership. The variables studied within each theoretical classifica­
tion are discussed in the section entitled "Measures Used." 
Data were gathered by using inventories containing empirically 
derived factor scales. The factor or homogeneity scales were computed 
from the empirical findings of other investigators (Boss et al., 1980; 
Jackson, 1976, 1978; McCubbin et al., 1976). The factors were formu­
lated by summing the following empirical scores: 16 scores on 
homogeneous personality dimensions, 5 sums on coping behaviors, and 9 
sums on life event stressors. Six scale scores on attitudes were con­
structed for the study from adjectives contained in the Organization, 
Potential, and Autonomy scales of Jackson's (1974) Personality Research 
Form. Because the number of subjects was limited in this assessment, 
no crossvalidation of the factor scales could be done. 
To classify the women's job-changing tactics, the strategies used 
by the women were grouped into six broad categories: career counsel­
ing, group therapy, interpersonal skills training, job skill training, 
agency employment, and self-directed helps. The category of "career 
counseling" included workshops on midlife career changing, career or 
individual counseling, and information on careers obtained as adult 
students at college. "Group therapy" included adult or women's support 
groups, death and dying groups, interpersonal growth groups, and 
marital and family therapy. "Interpersonal skills training" 
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encompassed assertiveness training, weight loss groups, and volunteer 
work. "Job skill training" included retraining programs for technical 
skills, tutoring in study skills, and extension or correspondence 
courses. "Agency employment" was the use of private or government 
employment services. "Self-directed helps" included reading self-help 
books and taking continuing education courses. 
There were five categories of variables which, unlike the factor 
scales, had a single response. These categories were: (a) demographic 
variables (age, number of years of education, number of roles in the 
family, number of children, marital status, amount of personal and 
family income); (b) perceptions of midlife (as a crisis, transition, 
challenge, or unimportant life stage) and at what point the respondent 
considered herself to be (beginning, middle, end, or had completed the 
midlife stage); (c) perceptions of satisfaction with life in general 
(global satisfaction, satisfaction with activities; Quinn & Shepard, 
1974) and descriptions of life by five contrasting pairs of adjectives 
(interesting/boring, enjoy/regret, highly regard/unimportant, free/ 
tied down, full/empty); (d) perceptions of job satisfaction (work, pay, 
promotion, co-workers, immediate supervisor; Smith, Kendall, & Hulin, 
1969) ; and (e) job-leaving and job-procuring behaviors (Wanters and 
Planners as described above). 
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Measures used 
The Jackson Personality Inventory and a questionnaire designed 
for the present study were administered to each of the women who 
participated in the research. In this section, the variables measured 
by each of the instruments are described, and their classification 
according to the three theoretical perspectives is presented in 
tabular form. 
Jackson Personality Inventory Derived from the Personality 
Research Form (Jackson, 1974), the Jackson Personality Inventory 
(Jackson, 1976, 1978) is designed for use with normal adult popula­
tions . There are 16 empirically defined scales or homogeneity factors ; 
Complexity, Conformity, Breadth of Interest, Energy Level, Innovation, 
Value Orthodoxy, Interpersonal Affect, Social Adroitness, Social 
Participation, Risk-Taking, Responsibility, Anxiety, Organization, 
Self-Esteem, Tolerance, and Infreguency. The Infrequency scale 
functions as a lie scale (Jackson, 1976). 
In the present study, the homogeneity scores were compared to the 
means and standard deviations of a normative group of adult women 
(Jackson, 1978). Each respondent was assigned a number, and only the 
respondent's number appeared on the answer sheet of the Inventory. 
The personality dimensions listed in Table 1 are the empirical 
homogeneity scores taken from the Jackson Personality Inventory. 
Questionnaire on career-changing strategies A booklet 
containing several inventories (see Appendix B) was the second part 
of the assessment battery. Topics included in the questionnaire 
61 
Table 1. Variables comprising the internal perspective 
Classification Variable 
Demographic descriptions Age 
Years of education 
Number of roles 
Marital status 
Years of marriage 
Number of children 
Personal income 
Total available family income 
Personality dimensions Anxiety 
Breadth of Interest 
Complexity 
Conformity 
Energy Level 
Innovation 
Interpersonal Affect 
Organization 
Responsibility 
Risk-Taking 
Self-Esteem 
Social Adroitness 
Social Participation 
Tolerance 
Value Orthodoxy 
Infrequency 
Attitudes about midlife Description of midlife 
Present position in the midlife process 
Factor I—Evaluative Feelings 
Factor II—Organizational Feelings 
Factor III—Potential Feelings 
Factor IV—Description of Career Changer's 
Evaluation 
Factor V—Description of Organizational 
Qualities 
Factor VI—Description of Career Changer's 
Potential 
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booklet are described below. 
Job history For the past job, present job, and concurrent 
second job, respondents were asked to give the title, tasks, starting 
date, and termination date. Reasons for leaving the last job and 
goals for the present job and the career were requested. 
These measures were not included as variables ih any of the three 
theoretical perspectives. Instead, they were used as descriptive 
frequency data. 
Group membership Women were asked to describe their 
job-changing behaviors so that they could be placed in the four 
categories described earlier. On the basis of their responses, they 
were determined to be Wanters-Planners, Wanters-Nonplanners, 
Nonwanters-Planners, or Nonwanters-Nonplanners. 
This measure was used as an independent variable for the omnibus 
MANOVA tests. 
Midlife questionnaire The women were asked if they viewed 
midlife as a crisis, a transition, a challenge, or as something else 
(which they could add to the page). They were also asked to describe 
the stage of the midlife phenomenon at which they believed they were 
located at the present time. Two questions asked were: "How do you 
see midlife?" and "How do you view a midlife career changer?" These 
responses were used to measure the variables "description of midlife" 
and "present position in the midlife process." 
The women's evaluation of midlife was measured through their 
responses on a checklist of 21 sets of adjectives, having positive or 
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negative connotations, which were selected from three scales on the 
Personality Research Form (the adjectives described the endpoints of 
the scales). Three factors, each containing seven pairs, were 
formulated from the Organization, Potential, and Autonomy scales of 
the Personality Research Form. 
Responses to the midlife questionnaire formed the variable 
attitudes about midlife shown in Table 1. 
Family stress The Family Inventory of Life Events and 
Changes (McCubbin 5 Patterson, 1981; McCubbin et al., 1976) incor­
porates items from the Social Rating Stress Scale (Holmes & Rahe, 
1967) and the PERI stress scale (Dohrenwend et al., 1978). The 
inventory contains nine empirically derived factors (McCubbin & 
Patterson, 1981) which were obtained for factor analyses; Intra-
Family Strain, Marital Strain, Pregnancy and Births, Financial Strains, 
Job-Related Stresses, Illnesses, Deaths and Losses, Transition Stages 
in Family or Inter-Personal Relationships, Changes within the Family, 
Legal Strains, and Total Stress. The Total Stress score is a sum of 
these events over a 1-year period. Empirical weights are assigned to 
each of the nine factors according to a procedure described by 
McCubbin and Patterson (1981). 
Measures of family stress were used as variables within the 
environmental perspective. The variable names constituted factor 
scores which were used in the statistical analyses. These variables 
are shown in Table 2. 
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Table 2. Variables comprising the environmental perspective 
Classification Variable 
Intra-Family Life Events Family strain 
Marital strain 
Pregnancy and childrearing strain 
Extra-Family Life Events Financial strains 
Job strains 
Illnesses 
Deaths and losses 
Interpersonal relationship changes 
Legal strains 
Coping behaviors The Family Coping Inventory (McCubbin 
et al., 1981) was revised to include the category of "harmful." Other 
responses included "not helpful," "minimally helpful," "moderately 
helpful," and "very helpful." Five coping strategies were computed to 
give the following empirical factors: Family Integrity, Social 
Support, Tension Reduction, Optimistic Outlook, and Self-Reliance and 
Self-Esteem (Boss et al., 1980). 
These measures are listed as coping behaviors in Table 3, which 
lists the variables included in the interactional perspective. 
Job-changing strategies From a list of 23 community-based 
help groups, women were asked to specify whether they had sought help 
and whether their use of the groups was planned or unplanned. The 
respondents were also asked to add groups to the list if they had used 
any that were not included. 
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Table 3. Variables comprising the interactional perspective 
Classification Variable 
Coping behaviors Family Integrity 
Social Support 
Tension Reduction 
Optimistic Outlook 
Self-Esteem and Self-Reliance 
Job-changing strategies Career counseling 
Group therapy 
Interpersonal skill training 
Job skill training 
Agency employment helps 
Self-directed helps 
Job satisfaction Pay, promotion 
Description of work 
Co-workers 
Immediate supervisor 
Life satisfaction Global life satisfaction 
Global satisfaction with activities 
Descriptive adjectives of lifesphere 
Interesting-boring 
Full-empty 
Free-tied down 
Enjoy-regret 
Regard highly-unimportant 
The women's responses on their use of the 23 types of help groups 
were categorized by face content within six major strategies. These 
strategy scores represented the summation of the types of help within 
a strategy. The types of help included within each strategy are shown 
in Table 4. 
Job-changing strategies is a classification within the 
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Table 4. Community-based help groups classified according to 
job-changing strategies 
Job-Changing Strategy Community-Based Help Group 
Career counseling Career counseling 
Adult information obtained at college 
Career planning workshop 
Midlife career change workshop 
Personal counseling 
Group therapy 
Interpersonal skills training 
Adult support group 
Single parent group 
Women-only support group 
Marriage or family counseling 
Interpersonal growth group 
Assertiveness training group 
Self-defeating behavior group 
Volunteer work to practice a skill 
Job skill training Study skill refresher course 
Tutoring 
Decision-making group 
Job skills refresher courses 
Academic or technical college 
Adult education or extension courses 
Agency employment Job service 
Government training programs 
Self-directed helps Read self-help books 
Continuous education courses 
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interactional perspective, as shown in Table 3. 
Job satisfaction Five questions were formulated from the 
Job Descriptive Index (Smith, Kendall, & Hulin, 1969). Respondents 
were asked to check one of four adjectives to describe their work, pay, 
immediate supervisor, co-workers, and promotion. 
These measures are included in the interactional perspective, as 
shown in Table 3. 
Life satisfaction Two global questions about life 
satisfaction were included in the questionnaire booklet; "Taking all 
things together, I would say that things are making me . . . ," and 
"I find myself spending life doing things that make me • . ." (Quinn 
& Shepard, 1974). Five sets of descriptive adjectives were included 
to ascertain the degree of life satisfaction; "interesting-boring," 
"empty-full," "tied down-free," "enjoy-regret," and "unimportant-
regard highly." 
These variables are shown in Table 3 within the classification 
life satisfaction. 
Statement of Experimental Conditions 
Subjects 
The sample consisted of 71 women who were between 30 and 62 years 
of age. The women were classified according to self-reports of recent 
job-changing behavior into the following groups: 12 Wanters-Planners, 
15 Nonwanters-Planners, 28 Wanters-Nonplanners, and 16 Nonwanters-
Nonplanners. Each subject volunteered to complete a personality 
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inventory and return a mail-back questionnaire. 
The women were employed by a large midwestern utility company 
whose management announced the study, encouraged employees to volun­
teer, and provided conference rooms for group testing. Sampling was 
done from June to August, 1981. A total of 109 women volunteered to 
take the initial test, and 69% completed both questionnaires. Five 
questionnaires were not usable; thus, 71 respondents (65%) remained 
in the sample. 
Design 
A cross-sectional scheme of completely randomized design (Kirk, 
1968) partitioned the respondents into unequal groups. Testing con­
tinued until a minimum of 10 subjects per group was obtained. Partici­
pants were volunteers who responded to requests from supervisors and 
to self-motivation. Company supervisory personnel and volunteers were 
naive to the design of the study but were aware of the general nature 
of the investigation. Self-report measures were obtained. 
Omnibus multivariate statistical strategies (MANOVAs) were used 
initially, followed by: (a) univariate tests (ANOVAs) of separate 
variables and (b) multivariate discriminant analyses (MDAs) to identify 
simpler underlying dimensions in the patterns of the multivariate data. 
Such strategies yield more realistic probability statements in the 
hypothesis testing (Borgen & Seling, 1978; Leary & Altmaier, 1980; 
Strahan, 1982) and contribute to less confounded interpretations of 
the variables (Biskin, 1980; Borgen & Seling, 1978). 
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The three theoretical perspectives of the study have been 
described in detail in earlier sections. It is reiterated here, how­
ever, that the interactional perspective is not to be confused with 
sample (statistical) interactions of individual and environment and 
does not combine variables from these two perspectives. Rather, the 
interactional perspective examines how a person reacts to and changes 
because of events that occur within her own environment. 
Procedure 
Employees were informed and encouraged by departmental supervisors 
and flyers (see Appendix A) to participate in the study of "middle-aged 
women changing jobs." The distribution of information was statewide. 
Participation was limited to the central region. 
Two announcements were sent approximately 2 weeks apart. Inter­
ested respondents sent their names either to the investigator or to 
personnel staff. The investigator scheduled group testing in a 
company conference room close to the respondents' work area. Five 
test sites were used. After completing the first test, respondents 
were asked to fill out a second questionnaire privately at home and 
to return it to the investigator's business office. 
To maximize the confidentiality of responses, the personality 
inventory contained the respondent's name and an assigned number. 
The same number was assigned to the questionnaire booklet for that 
respondent. To retain anonymity, women were instructed not to put 
their names on the booklets. The booklets were to be completed at 
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home and returned to the investigator's business office by prepaid 
postage within 2 weeks. 
At time of testing, the company was undergoing a reorganization 
that involved eliminating 11% of its listed jobs (Note 6). It was 
company policy to offer retraining programs and encourage workers to 
update skills and change jobs as necessitated by technology. Some of 
the women in the sample remarked that their jobs had been rated as 
"surplus," and this was their motivation for participating in the 
study. Others had just relocated in the area in order to maintain 
employment with the company. For their participation in the study, 
the women were promised a workshop based on a report of study results. 
Data analyses 
The potential contributions of three theoretical perspectives 
(internal, environmental, interactional) on job-changing behavior were 
analyzed by MANOVAs followed by ANOVAs. This statistical strategy, 
which is considered appropriate for unbalanced subject design (Nie & 
Hull, 1981), is based on the conceptual schema of Biskin (1980) and 
the recommendations of Strahan (1982) to reduce Type I error. Group 
means of the four job-changing classifications of responders were 
tested by one-way ANOVAs. A posteriori tests of mean differences 
among the four groups were examined with Tukey's honestly significant 
difference test (Kirk, 1968), which was adjusted to test unequal 
numbers in groups (Nie & Hull, 1981). Frequency distributions were 
tested by chi-square test. Correlations between factors were examined 
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to identify highly related and thus potentially confounding variables. 
Multivariate discriminant analyses (MDAs) were used to examine 
the appropriateness of the three theoretical perspectives (the 
predictor variables in Tables 1, 2, and 3) in classifying the women 
into their respective groups (the criteria). The MDAs examined: 
(a) the percentage of correct classification of women into groups, and 
(b) the standardized discriminant function coefficients that served to 
partition the women into groups, as recommended by Borgen and Seling 
(1978), and the structural coefficients could also be used. The 
discriminant variable that is attributable to unique group differences, 
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w , was calculated as suggested by Tatsuoka (1976) . 
Statistical analyses 
Data were coded and analyzed according to the Statistical Package 
for the Social Sciences program (Nie, Hull, Jenkins, Steinbrenner, & 
Bent, 1975; Nie & Hull, 1981). The statistical design was a com­
pletely randomized one with four levels of main effects: wanting, 
nonwanting, planning, nonplanning. Job-seeking behaviors (Planners, 
Nonplanners) were combined with job-separation behaviors (Wanters, 
Nonwanters) to form four groups : Wanters-Planners, Wanters-Nonplanners, 
Nonwanters-Planners, Nonwanters-Nonplanners. T^ie comprehensive 
statistical hypothesis in the null format was that all groups are equal 
when their means are compared on the various parameters. 
Statistical tests were used to compensate for unequal numbers 
within the groups. Initial MANOVAs followed by ANOVAs (Hummel & Sligo, 
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1971) limit the error rate of accepting a significant result when it 
is actually not significant (Siskin, 1980; Leary & Altmaier, 1980; 
Strahan, 1982). The subsequent use of Tukey's post hoc means compari­
son test (Kirk, 1958) served to control for an inflated rate of Type I 
errors among group comparisons (Strahan, 1982). Correlational 
analyses were performed for each group to identify highly related 
variables and significant associations between variables. 
The second multivariate approach was to use the group classifi­
cation as the dependent variable and to predict group membership by 
discriminant analysis of the various independent variables. The 
independent variables were the following: demographic descriptions, 
personality qualities, perceptions of life and job satisfaction, 
attitudes toward midlife change, job-changing strategies, and life 
event stressors. In the empirically and orthogonally derived dis­
criminant functions, standardized loadings were reported on the three 
functions. These functions were summed in the formulation of the 
linear equation so that group classification could be predicted. The 
use of factor-like discriminant function coefficients served to predict 
group membership. The percentage of correctly classified cases is 
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reported. The estimated variance, w , was calculated from the 
eigenvalue of each orthogonally determined discriminant function. 
This percentage reflects the amount of predicted variance due to actual 
group differences from the predicted functions (Taksuoka, 1976). 
Correlations were examined to identify highly related variables 
in the discriminant function coefficients, as suggested by Borgen and 
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Seling (1978), and to account for possible Type I error which might be 
present (Cohen & Cohen, 1975; Strahan, 1982). The chi-square statistic 
was used to test for significant differences among the group distribu­
tions . The arrangement of the variables was descriptive and informa­
tive and in a form that can be used to generate hypotheses for future 
replications of the study. 
Hypothesis Testing 
Three hypotheses were tested from the overall prediction that 
women differ in the way they leave and procure jobs. The three 
theoretical perspectives were hypothesized to demonstrate statistical 
differences among four groups of women classified according to their 
job-changing behavior. Before the hypotheses are presented, the 
rationale for their formulation is discussed. 
Rationale 
The concept is that multiple influences impinge significantly 
upon the job-changing behaviors of middle-aged women. As noted 
earlier, both internal and environmental pressures are proposed in the 
models of Murray et al. (1971) and Schlossberg (1981); and Ackerman 
(Note 1) has suggested that an interactional approach would be prefer­
able to either the internal or the environmental assessment. The most 
desirable course would be to test all three perspectives in one 
MANOVA; however, the number of respondents in the sample was not large 
enough for such a comprehensive examination. Hence, in this study, 
the variables were placed into three conceptual classification schemes 
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(internal, environmental, interactional) in parallel with Biskin 
(1980). The internal class included demographic characteristics and 
personality patterns; the environmental class included a variety of 
life event stressors; and the interactional class included strategies 
employed in the job-changing process, behaviors used in adjusting to 
the new job, and satisfaction with the present job and globally with 
life. 
On the basis of the all-encompassing conceptual hypothesis that 
women differ in the way they leave one job and procure another, it was 
anticipated that patterns of variables in the three conceptual classes 
would differ significantly among the four groups of women studied. 
Three hypotheses were generated from the predicted discriminators. 
Hypothesis The internal view 
The statistical statement is : 
Among the internal variables of demographic characteristics, 
attitudinal characteristics, and personality factors in the 
four groups of women, there will be no statistical differences 
among the variables which are used to classify persons into 
groups. 
The psychological prediction is: 
Women will differ among the internal variables with different 
patterns of behavior; they will reflect individual differences 
and illustrate group differences. 
Demographic variables used to test this hypothesis included: age, 
number of years of education, number of family roles, number of 
children, marital status, and amount of personal and family income. 
Attitudinal characteristics and personality dimensions were: anxiety, 
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breadth of interest, complexity, conformity, energy level, innovation, 
interpersonal affect, organization, responsibility, risk-taking, 
self-esteem, social adroitness, social participation, tolerance, value 
orthodoxy, and infrequency. These variables are displayed in Table 1. 
Hypothesis The environmental view 
The statistical statement is ; 
Among four groups of women, there will be no statistical differ­
ences in the way environmental variables (life event stressors) 
predict group membership. 
The psychological prediction is ; 
Women will differ on number and stress level of life events 
that induce stress. 
MANOVAs and MDAs were used to test potential differences among 
the four groups of job-changing women, based upon life events that had 
occurred. Nine empirically derived factors of stress were factored 
from life events as well as stress factors within 12 months. The 
factor names were: Intra-Family Strain, Marital Strain, Pregnancy and 
Childbirth Strain, Financial Strain, Job Strain, Illness, Deaths and 
Losses, Interpersonal Relationship Changes, and Legal Difficulties. 
The stress factors were formulated by applying the empirical weights 
of the factors and summing the weighted life events. These factors 
are labeled stressors and are enumerated in Table 2. 
Hypothesis 3^: The interactional view 
The statistical statement is : 
Among four groups of women, there will be no statistical effect 
in the way interactional variables (person-by-situation approach) 
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predict group membership. 
The psychological prediction is ; 
Women (the person) who are changing jobs (the.situation) do so 
in different ways, and coping strategies and job-changing 
behaviors differentiate the four groups of women. In addition, 
the individual's perception of job satisfaction and life 
satisfaction is a unique characteristic, based upon the 
classification of job-changing behavior. 
All of these measures were encompassed in the MANOVA and MDA to test 
this hypothesis. The perceptions and behaviors, which were endorsed 
by the women, included 5 empirically defined coping factors, 22 
job-changing techniques, 4 measures of job satisfaction, and 7 measures 
of life satisfaction (see Table 3). The job-changing strategies were 
categorized by face validity into logical groupings as shown in 
Table 4. 
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RESULTS 
The results of the study are presented in four parts. The first 
part contains the data generated from the two questionnaires adminis­
tered to the women in the sample. In the second part, analyses of the 
data as they pertain to the three hypotheses are presented. In the 
third part, the findings for the three hypotheses are examined in 
greater detail. Finally, the results of the study are summarized. 
Questionnaire Data 
Two questionnaires were administered to a sample of 71 middle-aged 
women. The data generated from the questionnaires are presented below 
in two sections. The first contains the demographic characteristics of 
the sample; the second describes the women's reasons for changing jobs. 
The data are presented for the entire sample and for the four groups 
into which the women were divided: Wanters-Planners (W-P); Wanters-
Nonplanners (W-N); Nonwanters-Planners (N-P); and Nonwanters-
Nonplanners (N-N). 
Demographic characteristics 
The four groups of women were statistically equivalent in age, 
education level, family role, and amount of personal income derived 
from the woman's employment (Table 5). The mean age of the sample was 
42.5 years, with a range of 30-62 years. Mean level of education was 
13.4 years, with a range of 8 years; 56% of the sample had received 
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Table 5. Means and standard deviations for the total sample and four 
groups of job changers: Age, education, personal income, 
family income 
Variable Total Groups of Job Changers 
Sample W-P W-N N-P N-N 
Mean Mean Mean Mean Mean 
(SD) (SD) (SD) (SD) (SD) 
Age 42 .48 39 .00 42 .71 43.47 43.75 
in years (9 .22) (8 .73) (9 .29) (7.50) (10.98) 
Education 13 .39 14 .58 13 .61 12.87 12.62 
in years (2 .07) (2 .39) (2 .04) (1.73) (1.85) 
Family income $26 .38 $30 .59* $28 .91 $21,70* $23.31* 
in thousands (10 .01) (19 .39) (11 .67) (9.73) (8.26) 
Personal income $17 .43 $25 .90 $22 .05 $17.71 $15.89 
in thousands (10 .88) (11 .13) (10 .95) (11.76) (4.97) 
Note. See Table 12 ANOVA F value for family income and Table 5 for 
the Chi square statistic for distribution of women in marital 
categories. 
*Wanters-Planners (W-P) are statistically different (p < .05) from 
Nonwanters-Planners (N-P) and Nonwanters-Nonplanners (N-N). 
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high school diplomas, and 18% had received graduate school degrees. 
As shown in Table 6, 62% of the sample were married; 20% had once 
been married but at the time of study were separated, divorced, or 
widowed and maintained multiple roles as mothers and workers. Of the 
total sample, 18% were childless; 6% of the married women had no 
children, and single women with no children comprised 12% of the sample. 
The mean number of children was 2.1, with a range from 0 to 6. The 
children ranged in age from 1 to 38 years. 
The women's contribution to the family income did not differ 
significantly among the four groups (Table 5). The mean income for the 
W-P group was highest ($25,000); next highest were members of the W-N 
group ($22,000). The two Nonwanter groups had approximately the same 
level of income (N-P = $18,000; N-N = $16,000). Mean personal income 
for the entire sample was $17,000. 
The groups did differ significantly, however, on the amount of 
family income (Table 5). Of the W-P group, 40% had family incomes in 
excess of $42,000; the W-N group's mean family income was $29,000, 
with 18.5% having incomes over $42,000. The two Nonwanter groups had 
virtually the same level of family income (N-P = $22,000; N-N = 
$23,000). 
Other information generated by the questionnaires about the women 
in the four groups includes the following. The N-N group had five 
times more single heads of households than did the W-P group, and the 
W-P group had twice as many married women as the N-N group (Table 5). 
In terms of personality characteristics, the W-P group showed a wider 
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Table 6. Percentage of women in various marital relationships by total 
sample and four groups of job changers 
Marital Status Total ^ 
Sample W-P W-N N-P N-N 
(N = 71) (n = 12) (n = 28) (n = 15) (n = 16) 
Single 11.3% 8.3% 14.3% 6.7% 12.5% 
(8) (1) (4) (1) (2) 
Married 62.0 83.5 60.7 66.7 43.9 
(44) (10) (17) (10) (7) 
Divorced, separated. 26.7 8.3 25.0 26.6 43.6 
widowed (19) (1) (7) (4) (7) 
Note. Chi-square = 40.5; ^  = 6; p < .001. (Frequencies are 
included in parentheses.) 
^Wanters-Planners are significantly different from the other 
three groups; = 19.2, ^  = 2, £ < .001. 
^Nonwanters-Nonplanners are significantly different from the other 
three groups; = 15.2, ^  = 2, £< .001. 
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range on the factor of Breadth of Interest and more diverse and 
abstract thinking on the factor of Complexity, compared to the N-N 
group; they also had more liberal values, according to the Value Ortho­
doxy factor, than did the N-P or N-N groups (Table 7). Finally, the 
N-P group described their career changes more positively than did the 
N-N group (Table 8). 
Correlations of demographic characteristics (Table 9) revealed two 
highly significant associations with number of family roles. First, 
women who had higher levels of education were likely to be performing 
in more family roles (£ = 0.37, p < .001). Second, women who were 
married tended to have fewer family roles (r_ = -0.42, p < .001). From 
the scores it appears that women who were single heads of households 
were more likely to have more family roles to perform. 
Reasons for changing jobs 
The women had a variety of motives for changing jobs that they 
generated for themselves (Table 10). To some extent, all the women 
perceived the job attrition from company reorganization as being 
externally forced upon them by the company. All the groups of women 
sought to improve themselves and their skill levels, but in a 
limited manner. The two wanter groups, Wanters-Planners and Wanters-
Nonplanners, were guided more frequently by inner motivations; more 
women expressed career-development motivations and commitment to the 
company, and behaviors were labeled as positive, growth-inducing 
opportunities. In contrast, personal control, other-directedness, 
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Table 7. Means and standard deviations of personality dimensions from 
the Jackson Personality Inventory for four groups of job 
changers 
Personality Factor Groups of Job Changers 
W-P W-N N-P N-N 
Mean Mean Mean Mean 
(SD) (SD) (SD) (SD) 
Anxiety 9.2 11.0 8.5 10.2 
(6.0) (4.4) (5.6) (4.2) 
Breadth of Interest 14.8* 12.1 13.1 9.7* 
(4.3) (4.4) (4.3) (4.6) 
Complexity 11.2* 9.3 9.2 8.0* 
(2.9) (2.8) (4.0) (3.2) 
Conformity 7.5 9.1 8.6 7.7 
(3.7) (4.2) (4.3) (4.5) 
Energy Level 14.6 13.6 12.8 11.8 
(3.0) (4.1) (4.0) (4.4) 
Innovation 12.8 11.6 11.6 10.9 
(4.2) (4.9) (4.9) (6.1) 
Interpersonal Affect 13.2 12.9 12.5 11.7 
(2.9) (3.6) (3.3) (2.6) 
Organization 14.0 13.5 13.7 13.1 
(2.7) (2.8) (4.2) (2.7) 
Responsibility 14.3 16.3 16.1 15.7 
(2.4) (2.4) (3.0) (2.5) 
Risk-Taking 7.7 6.3 6.4 7.0 
(3.2) (3.7) (4.6) (4.8) 
*Wanters-Planners (W-P) are statistically different from 
Nonwanters-Nonplanners (N-N) and Nonwanters-Planners (N-P), p < .05. 
(Table is continued on page 83.) 
83 
Table 7—Continued 
Personality Factor Groups of Job Changers 
W-P W-N N-P N-N 
Mean Mean Mean Mean 
(SD) (SD) (SD) (SD) 
Self-Esteem 15.9 12.4 12.0 11.5 
(2.8) (4.3) (6.2) (5.2) 
Social Adroitness 11.2 8.6 8.5 9.3 
(3.9) (3.5) (4.0) (3.6) 
Social Participation 11.2 10.9 9.7 11.6 
(3.7) (5.2) (3.8) (5.8) 
Tolerance 13.2 13.4 12.4 12.7 
(2.2) (3.6) (3.2) (3.2) 
Value Orthodoxy 8.7* 12.9 11.4* 13.4* 
(3.9) (4.1) (4.6) (3.7) 
Infrequency 0.7 0.5 0.6 0.4 
(1.1) (0.7) (0.6) (0.9) 
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Table 8. Means and standard deviations of attitudes about age and work 
for the total sample of four groups of job changers 
Variable Name Total Groups of Job Changers 
Sample W—P W—N N—P N—N 
Mean Mean Mean Mean Mean 
(SD) (SD) (SD) (SD) (SD) 
Feelings 
Factor I 27.5 29.0 30.9 25.5 26.7 
(7.6) (4.7) (9.9) (5.9) (9.2) 
Factor II 28.4 27.4 31.7 27.8 27.2 
(8.8) (4.4) (12.8) (6.0) (10.7) 
Factor III 27.9 28.2 31.3 26.7 26.6 
(8.5) (4.7) (12.0) (5.0) (11.1) 
Description 
Factor I 27.0 27.7 31,7* 24.9* 25.8* 
(7.6) (3.5) (11.3) (5.1) (8.1) 
Factor II 28.3 27.8 31.9 28.0 25.9 
(8.6) (3.3) (13.0) (4.5) (11.3) 
Factor III 28.7 27.7 31.5 28.6 26.9 
(8.9) (4.8) (12.6) (5.2) (12.0) 
Note. ANOVA F values are shown in Table 12. 
*Nonwanters-Planners (N-P) are statistically different from 
Wanters-Nonplanners (W-N) and Nonwanters-Nonplanners (N-N), £ < .05. 
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Table 9. Correlations between the demographic characteristics of 
career changing of middle-aged women 
Variable Name 1 2 3 4 5 
1. Age 
2. Education -0.13 
3. Marital Status 1 o
 
b
 00
 
1 O
 
b
 
U)
 
4. Number of Family Roles -0.14 0.37 -0.42 
5. Personal Income -0.05 -0.11 
CO rH O
 -0.08 
6. Family Income -0.01 -0.03 -0.15 -0.09 1 o
 
o
 
w
 
Note. Values 2 *20 are significant at p < .05; values _> .27 are 
significant at p < .01; values > .35 are significant at p < .001. 
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Table 10. Reasons for changing jobs according to self-reports of four 
groups of job changers 
Reason for Change Groups of Job Changers 
W-P W-N N-P N-N 
n ri n n 
(%) (%) (%) (%) 
Promotion and career development 6 10 3 4 
(50.0) (35.7) (25.0) (25.0) 
Job attrition from 4 10 2 3 
reorganization (33.3) (35.7) (22.2) (18.8) 
Family concerns 13 8 7 
(8.3) (11.1) (88.8) (43.8) 
Commitment of company 3 3 0 1 
(25.0) (11.1) (0.0) (6.3) 
Concrete work conditions 17 16 
(8.3) (25.0) (11.1) (38.4) 
Note. The percentage total sums to more than 100% as respondents 
sometimes gave more than one reason for changing jobs , and caution is 
recommended in the interpretation of these data. 
X^(12) = 23.7, £ < .05. 
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and family concerns typically described the two nonwanter groups. 
The Nonwanters-Planners and Nonwanters-Nonplanners had little or no 
commitment to the company. Also, it is notable that nonplanners had 
less expressed desire for career development but wanted specific work 
conditions changed to make their jobs more tolerable. They were 
attempting to manipulate their environment in an effort to change the 
work situation, rather than attempting to change themselves as a 
component of the job-change process. 
Tests of Hypotheses 
Three hypotheses were generated concerning the use of the 
theoretical perspectives (internal, environmental, interactional) 
pertinent to women who were changing jobs in midlife. To test the 
hypotheses, two statistical approaches were used. 
In the first approach, variables related to each perspective were 
subjected to a multivariate analysis of variance, followed by univari­
ate analysis of the variables relevant to that perspective. The 
MANOVA results are presented in Table 11. The ANOVAs are reported in 
Tables 12 and 13 for the internal perspective. Tables 14 and 15 for the 
environmental perspective, and Tables 16 and 17 for the interactional 
perspective. 
In the second statistical approach, discriminant analyses were 
used to classify each woman into the appropriate Wanters/Planners group 
on the basis of each theoretical perspective. The results of the 
discriminant analyses are presented in Tables 18, 19, 20, and 21. The 
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Table 11. Multivariate analyses of variance; Internal, environmental, 
and interactional perspectives 
Perspective Wilk's Approximate Approximate 
Lambda df F 
Internal 0.081 93, 103 1.45 .033 
Environmental 
Life events 0.408 27, 183 2.35 .001 
Stress level 0.487 27, 183 1.69 .025 
Interactional 0.204 59, 120 2.79 .045 
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Table 12. One-way analysis of variance of demographic factors and 
attitudes about midlife 
Variable Sum of Mean F(3, 57) 
Squares Square 
Demographic factors 
Age 
Education 
Number of family roles 
Number of children 
Total family income 
Personal income 
270.9 
29.6 
0 .86  
11.5 
24.2 
249.7 
85.5 
4.13 
2.89 
2.46 
3.11 
139.9 
1.04 
2.39 
0.10 
1.55 
2.59 
0.59 
.380 
.077 
.950 
.208 
.050 
.520 
Attitudes about midlife 
View of midlife 1792 
Self in midlife 321 
Factor I, Feelings 282 
Factor II, Feelings 233 
Factor III, Feelings 257 
Factor I, Evaluation 485 
Factor II, Organization 307 
Factor III, Potential 186 
522 
118 
58.4 
80.0 
73.8 
54.7 
75.4 
8 2 . 2  
1.14 
0.90 
1.67 
0.97 
1.16 
2.95 
1.34 
0.75 
,338 
.446 
.182 
.412 
.332 
.039 
.269 
.524 
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Table 13. One-way analysis of variance of personality factors from the 
Jackson Personality Inventory 
Personality Factor Sum of Mean F(3, 67) P 
Squares Square 
Anxiety 62.5 24.13 0.864 .464 
Breadth of Interest 167.9 18.9 2.93 .040 
Complexity 84.7 10.6 2.68 .049 
Conformity 27.1 17.1 0.512 .677 
Energy Level 44.0 16.1 0.830 .482 
Innovation 23.3 25.7 0.291 .832 
Interpersonal Affect 15.9 10.8 0.494 .688 
Organization 7.34 10.1 0.242 .867 
Responsibility 46.1 6.4 2.40 .076 
Risk-Taking 21.9 17.5 0.419 .740 
Self-Esteem 155.2 23.5 2.21 .096 
Social Adroitness 58.8 14.3 1.37 .259 
Social Participation 30.2 21.7 0.464 .708 
Tolerance 19.9 10.8 0.613 .609 
Value Orthodoxy 220.4 16.9 4.35 .007 
Infrequency 0.207 0.637 0.108 .955 
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Table 14, One-way analysis of variance of number of life events factors 
from the Family Inventory of Life Events 
Life Event Factor Sum of Mean F(3, 67) 
Squares Square 
Intra-Family Conflict 156.4 52.1 3.55 .019 
Marital Strain 4.61 1.54 1.20 .315 
Pregnancy and Childrearing 0.03 0.01 0.20 .996 
Financial Strains 3.93 1.31 0.23 .876 
Job-Related Stresses 19.1 6.36 1.03 .384 
Illnesses 37.0 12.3 3.44 .022 
Deaths and Losses 5.17 1.72 0.77 .515 
Relationship Changes 3.79 1.26 1.37 .259 
Legal Problems 10.9 3.63 2.28 .087 
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Table 15. One-way analysis of 
factors from Family 
variance of stress 
Inventory of Life 
from life 
Events 
event 
Stress Factor Sum of 
a 
Squares 
Mean 
Square^ 
F(3, 67) 
Intra-Family Conflict 55.5 18.5 6.78 
Marital Strain 68.8 22.9 7.88 
Pregnancy and Childrearing 5.01 1.7 7.74 
Financial Strains 18,4 6.12 6.88 
Job-Related Stresses 15.4 5.13 6.38 
Illnesses 16.1 5.37 7.51 
Deaths and Losses 16.3 5.45 7.44 
Relationship Changes 4.32 1.44 7.09 
Legal Problems 9.74 3.25 6.75 
Note. All probability levels were a minimum of .001. 
^Values are expressed as (x 10^). 
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Table 16. One-way analysis of variance of perceived job and life 
satisfaction 
Satisfaction Factor Sum of 
Squares 
Mean 
Square 
F(3, 67) 
Life Satisfaction 
Activity Satisfaction 
Interesting-boring 
Empty-full 
Tied down-free 
Enjoy-regret 
Unimportant-regard highly 
Describe work 
Pay 
Promotions 
Immediate supervisor 
Co-workers 
13.58 
5.67 
23.34 
5.04 
22 .20  
12.85 
16.68 
2.69 
1.95 
2.63 
0.44 
1.37 
4.53 
1.89 
7.78 
1.68 
7.40 
4.28 
5.56 
0.90 
0.65 
0 .88  
0.15 
0.46 
1.85 
0.845 
4.30 
1.04 
3.32 
2.80 
3.52 
1.31 
2.11 
1.15 
0.15 
0 . 2 0  
.145 
.474 
.008 
.381 
.025 
.047 
.020 
.277 
.107 
.336 
.927 
.900 
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Table 17. One-way analysis of variance of job-changing strategy 
factors and coping behavior factors 
Job-Changing Strategies 
and Coping Behaviors 
Sum of 
Squares 
Mean 
Square 
F(3, 67) 
Career counseling 43.8 14.6 0.585 
Group therapy 230.5 76.8 1.346 
Job-skill training 147.6 49.2 0.508 
Interpersonal training 137.8 45.9 1.80 
Agency helps 25.0 8.34 0.977 
Self-helps 245.5 81,8 3.33 
Family Integrity 0.176 0.06 0.07 
Social Support 1.59 0.53 0.74 
Tension Reduction 3.03 1.25 1.32 
Optimistic Outlook 5.96 1.99 1.15 
Self-Esteem and Self-Reliance 1.51 0.50 0.62 
,628 
.267 
.678 
.155 
.409 
.024 
.977 
.531 
.276 
.336 
.604 
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Table 18. Discriminant analysis classification of group membership 
based on demographic characteristics, personality dimensions, 
and attitudes about midlife 
Actual Group Group Predicted Group Membership 
ri W-P W-N N-P N-N 
n 
(%) 
n 
(%) 
n 
(%) 
n 
(%) 
Wanters-Planners (W-P) 12 11 
(91.7) 
1 
(8.3) 
0 0 
Wanters-Nonplanners (W-•N) 28 0 22 
(78.6) 
3 
(10.7) 
3 
(10. 
Nonwanters-Planners (N-•P) 15 1 
(6.7) 
0 13 
(86.7) 
1 
(6. 
Nonwanters-Nonplanners (N-N) 16 0 1 
(6.3) 
1 
(6.3) 
14 
(87. 
Note. The percentage of correctly classified women was 84.5. 
X (9) = 139, £ < .000...2; w^ = 84.8%. (In this table and in succeeding 
tables and text, this symbol, w^, is used to designate omega-squared.) 
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Table 19. Discriminant analysis classification of group membership 
based on number of stress-inducing life events 
Actual Group Group Predicted Group Membership 
n W-P W-N N-P N-N 
n n n n 
(%) (%) (%) (%) 
Wanters-Planners (W-P) 12 10 0 2 0 
(83.3) (16.7) 
Wanters-Nonplanners (W-N) 28 1 20 4 3 
(3.6) (71.4) (14.3) (10.7) 
Nonwanters-Planners (N-P) 15 1 2 8 4 
(6.7) (13.3) (53.3) (26.7) 
Nonwanters-Nonplanners (N-N) 16 2 3 2 9 
' 
(12.5) (18.8) (12.5) (56.3) 
Note. The percentage of correctly classified women was 62.0 
X (9) = 68.7, p < .000...; w^ = 56.9%. 
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Table 20. Discriminant analysis classification of group membership 
based on stress from life events 
Actual Group Group Predicted Group Membership 
n W-P W-N N-P N-N 
n n n n 
(%) (%) (%) (%) 
Wanters-Planners (W-P) 12 6 4 1 1 
(50.0) (33.3) (8.3) (8.3) 
Wanters-Nonplanners (W-N) 28 3 24 0 1 
(10.7) (85.7) (3.6) 
Nonwanters-Planners (N-P) 15 1 4 9 1 
(6.7) (26.7) (60.0) (6.7) 
Nonwanters-Nonplanners (N-N) 15 2 3 4 7 
(2.5) (18.8) (25.0) (43.8) 
„ Note. The percentage of correctly classified women was 69.0 
X (9) = 43.2, p < .05; w^ = 59.7%. 
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Table 21. Discriminant analysis classification of group membership 
based on coping behaviors, job-changing strategies, job 
satisfaction, and life satisfaction 
Actual Group Group Predicted Group Membership 
n W-P W-N N-P N-N 
n n n n 
(%) (%) (%) (%) 
Wanters-Planners (W-P) 12 9 2 1 0 
(75.0) (16.7) (8.3) 
Wanters-Nonplanners (W-N) 28 2 18 0 8 
(7.1) (64.3) (28.6) 
Nonwanters-Planners (N-P) 15 0 3 8 4 
(20.0) (53.3) (26.7) 
Nonwanters-Nonplanners (N-N) 16 1 4 1 10 
(6.3) (25.0) (6.3) (62.5) 
„ Note. The percentage of correctly classified women was 62.4. 
X (9) = 68.0, p < .000... ; w2 = 49.4%. 
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results for the three hypotheses are summarized below. 
Hypothesis ^  
For the internal perspective, the MANOVA F value was statistically 
significant, F^{93, 103) = 1.45, £ = .03; and the Milk's lambda value 
was 0.081 (Table 11). From the univariate analyses, significant dif­
ferentiators among the four groups of women were; family income and 
' ' % 
Factor I, Evaluation (Table 12); and the personality factors of Breadth 
of Interest, Complexity, and Value Orthodoxy (Table 13). 
Discriminant analysis correctly classified 84.5% of the women from 
the variables assessing the internal perspective (Table 18). This 
represented a significant proportion of the women being classified, 
2 
X = 139, df = 9, £ < .001, compared to chance. Chi-square is likely 
inflated due to the number of predictor variables. 
Hypothesis 2 
For the environmental perspective, two subgroups of variables were 
formed: the life events presumed to be stressful, and the level of 
stress these life events produced. The MANOVAs for the two subgroups 
are shown in Table 11. For stressful life events, F(27, 183) = 2.35, 
£ = .001; Wilk's lambda = 0.408. For level of stress, F(27, 183) = 
1.59, £ = .025; Wilk's lambda = 0.487. On the ANOVAs, life events of 
Intra-Family Conflict and Illness were significant (Table 14); all of 
the variables were significant for stress level (Table 15). 
For stressful life events, discriminant analysis correctly 
classified 62% of the women, about 2h times the accuracy rate of chance 
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alone. For stress level, discriminant analysis correctly classified 
69% of the women. These results are shown in Tables 19 and 20. 
Hypothesis 2 
For the interactional perspective, significant differences were 
evident among the four groups of women on the MANOVA, F{69, 120) 
= 2.79, £ = .045; Wilk's lambda = 0.204 (Table 11). On the ANOVAs 
(Table 16) significant life satisfaction dimensions were the adjectives 
interesting-boring, free-tied down, enjoy-regret, and regard highly-
unimportant; the job-changing strategy of self-help also was 
significant (Table 17). 
Discriminant analysis correctly classified the women into the four 
groups in 63.5% of the cases (Table 21), which is significantly dif-
2 
ferent from chance, X =68.0, ^  = 9, £ < .001. Chi-square is likely 
inflated due to the large number of predictors. In the next section, 
results of the tests of the three hypotheses are examined more closely. 
Expanded Findings 
For each hypothesis, the analyses of variance are presented first. 
They are followed by the discriminant analyses. A summary paragraph 
contains an overview of findings for each theoretical perspective. 
Hypothesis ^  
The significant difference in the overall MANOVA supports 
statistical rejection of the null hypothesis that there are no dif­
ferences among the four groups of women on the basis of an internal 
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perspective. The ANOVAs (see Table 12) revealed significant differ­
ences on two descriptive demographic variables (marital status and 
total family income), three personality factors (Breadth of Interest, 
Complexity, and Value Orthodoxy), and one attitudinal dimension 
(self-evaluation of midlife career changer). 
A post hoc analysis of group mean differences was done, using 
Tukey's test. The Significant F values from the ANOVAs were used to 
test at a probability level of .05 or less. Significant differences 
among the groups are indicated on the group means (see Tables 5, 7, and 
8) and in the frequency distributions of marital status (Table 6) and 
reasons for changing jobs (Table 10). 
Demographic characteristics Demographic characteristics account 
for a unique amount of the variance in group membership, as illustrated 
by the summation scores displayed in Table 16. Predictive information 
included age, education, marital status, number of roles in the 
family, number of children, and total family income. Thus, prediction 
of group membership was based on a combination of variables that were 
more encompassing and complex, such as personality and attitudes. 
Personality characteristics The ANOVAs of personality factors 
among the four groups of women were significantly different for Breadth 
of Interest, Complexity, and Value Orthodoxy. The group of Wanters-
Planners was significantly less rigid than were Nonwanters-Nonplanners 
or Nonwanters-Nonplanners. Conversely, Nonwanters-Nonplanners were 
more rigid in their values, were less complex, and had less of a 
sense of self-control or inner control than did the Wanters-Planners. 
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The means for these variables are presented in Table 7, and F values 
are summarized in Table 13. 
The four groups had similar scores on the factors of Anxiety, 
Conformity, Energy Level, Innovation, Interpersonal Affect, Organiza­
tion, Responsibility, Risk-Taking, Social Adroitness, Social 
Participation, Tolerance, and Infrequency (lie-detection statemnts). 
On the Infrequency scale, the women proved to be truthful, although 
older women tended to endorse more nontruthful statements 
(£ = 0.38, £ = .001). 
The correlations among personality dimensions for the entire sample 
are presented in Table 22. Personality dimensions that were highly 
significant (p < .001) included the following; Anxiety correlated with 
Conformity; Breadth of Interest correlated with Conformity, Innovation, 
Self-Esteem, and Tolerance; Complexity correlated with Innovation and 
Value Orthodoxy; Energy Level correlated with Self-Esteem; Innovation 
correlated with Risk-Taking and Self-Esteem; and Self-Esteem correlated 
with Risk-Taking and Social Participation. 
Education was inversely related to Value Orthodoxy (p = .05) and 
directly related to Complexity (£ = .01) and Breadth of Interest 
(£ = .05) . These results suggest that women with higher levels of 
education had broader interests, could engage in more complex problem-
solving, and had less rigid values and attitudes. They also were more 
flexible in developing cognitive problem-solving strategies and in 
perceiving more inner control in decision-making processes. Within 
this sample, Complexity and Value Orthodoxy were highly related, but 
Table 22. Correlations between the personality characteristics of 
career-changing middle-aged women 
Variable Name 1 2 3 4 5 6 
1. Anxiety 
2. Breadth of Interest -0.17 
3. Complexity 0.07 0.47 
4. Conformity 0.45 -0,16 -0.02 
5. Energy Level -0.36 0.38 0.18 -0.24 
6. Innovation -0.13 0.62 0.42 -0.39 0.26 
7. Interpersonal Affect 0.32 0.09 0.22 0.33 0.00 0.08 
8. Organization 0.14 0.04 -0.15 -0.15 0.30 0.02 
9. Responsibility 0.02 0.15 -0.26 0.12 0.17 -0.09 
10. Risk-Taking -0.11 0.39 0.24 -0.27 0.25 0.48 
11. Self-Esteem -0.32 0.56 0.23 -0.24 0.54 0.57 
12. Social Adroitness -0.10 0.32 0.08 0.16 0.22 0,34 
13. Social Participation -0.02 0.28 -0.01 0.20 0.21 0.08 
14. Tolerance -0.26 0.42 0.25 -0.28 0.18 0,38 
15. Value Orthodoxy -0.04 -0.13 -0.47 0.36 -0.10 -0.36 
16. Infrequency -0.01 0.12 0.04 -0.01 0.11 0.02 
Note. Values à .20 are significant at p < .05; values > .27 are 
significant at p < .01; values k .36 are significant at p < .001. 
These data represent the aggregate results for the four groups of 
women as assessed by the JPI. 
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7 8 9 10 11 12 13 14 15 
-0.25 
-0.03 0.38 
-0.16 -0.10 -0.32 
0.01 0.11 -0.01 
0.09 -0.05 -0.22 
0.28 0.11 0.20 
0.08 -0.10 0.08 
0.04 0.16 0.37 
-0.05 0.02 0.10 
0.52 
0.42 0.49 
0.10 0.50 0.30 
0.21 0.31 0.16 
-0.32 -0.05 -0.13 
0.02 0.05 -0.15 
0 . 2 6  
0.29 -0.35 
-0.04 -0.10 0.12 
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in an inverse way. Hence, educational relationships are influential 
in both personality dimensions. 
Other significant associations between demographic and personality 
characteristics included age and Breadth of Interest (p < .05), age 
and Risk-Taking (£ < .05), number of family roles and Complexity 
(p < .01), and number of family roles and levels on the Anxiety 
subscale (p < .05). 
Attitudes about age and work These middle-aged women's atti­
tudes about work and career change were highly related (Table 23; 
the means and standard deviations for the entire sample are reported in 
Table 30). Most of the sample described midlife events as transitions 
(44%) or challenges (38%); only 3% labeled this age interval as a 
crisis. Other descriptive labels included "state of limbo," "oppor­
tunities and rewards," "upheavals," "a time to review and regroup," 
and "a time for emotional and physical change." 
Among the four groups, feelings about midlife were similar. The 
only significant attitudinal difference was on Factor I, the perceived 
Autonomy of a job changer in the middle years, where Wanters-Planners 
described more autonomy than did Nonwanters-Nonplanners (see Table 8). 
As expected, correlations of the variables on the midlife attitudinal 
inventory were quite high because the same descriptive words were used 
for different situations. In the correlations of demographic factors 
and attitudes, the Evaluative description, Factor I, of midlife was 
significantly related to number of family roles (£ = 0.34, p < .01). 
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Table 23. Correlations between the attitudes about career changing of 
middle-aged women 
Variable Name 1 2 3 4 5 
1. Feelings, Factor I 
2. Feelings, Factor II 0 .93 
3. Feelings, Factor III 0 .87 0 .88 
4. Describe Career Changer I 0 .72 0 .69 0 .76 
5. Describe Changer II 0 .76 0 .81 0 .85 
6. Describe Changer III 0 .73 0 .75 0 .80 
Note. All correlations are highly related, beyond the level of 
p < .001. 
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Discriminant analysis Correct classification of the women into 
the four groups, using the descriptive variables of the internal per­
spective, was 84.5% (Table 18). This percentage and the chi-square 
2 
statistic (X = 139, df = 9, ^  < .001) indicate that the internal 
perspective classified the women at a much better rate than chance 
(25%). 
Table 18 summarizes the classification data, and Table 24 reports 
the orthogonal and standardized function coefficients, as well as the 
eigenvalues, for the discriminant analysis. The percentage of pre­
dicted variance accounting for unique structural differences in the 
four groups on the first discriminant function was 55.8%, which was 
highly significant (p = .01). The relevant variables in the first 
discriminant function were Breadth of Interest, Energy Level, 
Organization, Risk-Taking, Self-Esteem, Value Orthodoxy, and Tolerance. 
The variables that were used to predict group membership for indi­
viduals included; age, education, marital status, marriage, number 
of family roles, total family income, personal income, number of 
children, and the personality dimensions. Data on attitudes about age 
and work presented a statistical dilemma in interpretation. The six 
factors of attitudes about midlife are highly correlated (see Table 
23). These factors comprise a relatively large proportion of the 
three standardized discriminant function coefficients on the three 
orthogonal structures (Table 24). Hence, the three discriminant 
functions are intercorrelated in their structures. Such a finding 
becomes a contra-indication for psychological interpretation, as 
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Table 24. Standardized discriminant orthogonal function coefficients; 
Internal perspective 
Variable Name Function 1 Function 2 Function 3 
Factor I, Feelings -3.28 -0.34 -0.09 
Factor II, Feelings 1.71 0.67 0.20 
Energy Level 1.01 -0.26 0.11 
Self-Esteem -0.99 -0.64 0.89 
Value Orthodoxy 0.97 0.20 0.02 
Factor III, Feelings 0.86 0.61 -0.56 
Risk-Taking 0.62 -0.13 -0.35 
Number of Family Roles 0.57 0.19 -0.50 
View of Midlife 0.56 -0.40 -0.28 
Conformity 0.53 -0.04 -0.28 
Age 0.48 -0.07 0.12 
Tolerance 0.45 0.07 0.04 
Marital Status 0.35 0.34 -0.26 
Organization -0.26 -0.12 0.00 
Factor II, Evaluation -0.51 -3.01 0.06 
Innovation 0.93 1.04 -0.25 
Breadth of Interest -0.32 -0.94 -0.34 
Place in Midlife 0.33 0.91 0.07 
Social Participation -0.16 0.74 0.08 
Number of Children 0.02 0.70 0.08 
Social Adroitness -0.34 0.49 0.05 
Interpersonal Affect 0.07 -0.46 -0.33 
Infrequency -0.07 0.29 -0.06 
Factor I, Evaluation 0.32 1.16 -1.67 
Factor III, Potential 0.07 0.84 1.50 
Anxiety 0.18 0.05 0.73 
Education -0.19 0.31 0.64 
Family Income -0.18 0.01 0.40 
Complexity -0.20 -0.05 0.20 
Personal Income 0.06 -0.04 0.16 
Responsibility -0.01 -0.01 -0.12 
Eigenvalue 2.21 0.96 0.79 
Percentage of variance 55.8% 24.3% 19.9% 
Chi-square 127.2 66.0 29.0 
Degrees of freedom 93 60 29 
Probability level .01 .28 .39 
109 
recommended by Borgen and Seling (1978). 
Summary Among the demographic characteristics examined, marital 
status and total family income were predictors of job-changing 
behaviors. Also, the personality dimensions of Breadth of Interest, 
Complexity, and Value Orthodoxy predicted job-changing behaviors. 
Higher levels of education were related to the range of interests and 
were inversely associated with the more rigid values of middle-aged 
women. Attitudes about midlife career changes were associated with 
perceived autonomy, with more inner control perceived by Wanters-
Planners and less by Nonwanters-Nonplanners. Finally, the internal 
perspective was efficient in classifying the women as individuals in 
the prediction of job-changing behaviors. 
Hypothesis 2^ 
From the environmental perspective, two different weighting 
strategies were used to test the null hypothesis; (a) life events, 
and (b) the stress level they induce. The overall MANOVA for both 
schémas supported rejection of the null statement of the hypothesis. 
The women differed significantly on both number of life events and 
stress level induced by those events. 
Number of life events Univariate tests indicated that the 
occurrence of intrafamily conflicts and of illnesses accounted for 
significant differences in the groups (Table 14). Of interest is the 
fact that Wanters-Planners reported no legal difficulties at all, 
while Nonwanters-Nonplanners had the highest number of legal 
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difficulties (Table 25). Each of the Wanters groups had significantly 
less weighted stress than did either of the two groups of Nonwanters. 
Table 25 summarizes the mean number and standard deviation of 
the number of life events for each category in the present sample 
compared with a normative sample (McCubbin & Patterson, 1981). 
2 
Significant differences were found in the two samples, X (6) = 4.53, 
p = .047 (see Table 26). Correlations are reported in Table 27. The 
most frequent categories of stressful life events in the present study 
were intrafamily conflicts, illnesses, and financial problems. Over­
all, the four groups had significantly different numbers of stressful 
2 
life events, % (6) = 0.526, p < .05 (see Table 15). 
Levels of stress induced by life events Amount of stress was 
assigned from factor loadings as defined by McCubbin and Patterson 
(1981) and as determined from the normative sample. Total weighted 
stress induced by specific life events indicated that the four groups 
of women had very high levels of stress and significantly different 
levels in every category (the univariate F values are contained in 
Table 15 ; the means are in Table 28). The levels of stress for the 
Nonwanters-Nonplanners are 10 or more standard deviations above the 
normative mean (McCubbin & Patterson, 1981; Olson et al., 1982). 
From Tukey's test of the univariate F values, Wanters-Nonplanners 
had significantly lower levels of stress than did Wanters-Planners in 
every category except that of legal difficulties. Wanters-Nonplanners 
also had lower levels of stress than any of the other three groups in 
the areas of intrafamily conflict, marital strain, losses and deaths, 
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Table 25. Summary table of number of stressful life events: Means and 
standard deviations for total sample and four groups of job 
changers 
Variable Name Total Groups of Job Changers 
Sample W-P W-N N-P N-N 
Mean Mean Mean Mean Mean 
(SD) (SD) (SD) (SD) (SD) 
Intra-Family Conflict 4.3 2.8^ 3.1^ 5.8^ 6.2* 
(4.0) (2.6) (2.8) (5.4) (4.3) 
Marital Strain 0.8 1.3 0.6 0.7 0.9 
(1.1) (1.6) (1.1) (1.0) (0.9) 
Pregnancy/Childrearing 0.3 0.3 0.3 0.3 0.4 
(0.7) (0.6) (0.9) (0.6) (0.6) 
Financial Strain 2.9 2.6 3.1 3.1 2.7 
(2.4) (1.8) (2.4) (3.1) (2.1) 
Job Stress 3.2 3.7 2.5 3.7 3.4 
(2.5) (1.5) (2.3) (2.9) (2.9) 
Illnesses 2.0 1.6 1.4b 2.6 3.1^ 
(2.0) (1.4) (1.9) (2.1) (2.0) 
Losses and Deaths 1.6 1.5 1.3 1.9 1.9 
(1.5) (1.6) (1.5) (1.6) (1.4) 
Relationship Stresses 0.7 0.6 0.8 0.5 1.1 
(1.0) (0.8) (1.1) (0.7) (0.9) 
Legal Difficulties 0.5 0.0 0.5 0.3 1.2 
(1.3) (0.0) (1.2) (0.7) (2.0) 
^Wanters-Planners (W-P) and Wanters-Nonplanners (W-N) are signifi­
cantly different from Nonwanters-Planners (N-P) and Nonwanters-
Nonplanners on Intra-Family Conflict, p < .05. 
^Wanters-Nonplanners (W-N) are significantly different from 
Nonwanters-Nonplanners (N-N) on Illnesses, p < .05. 
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Table 26. Means and standard deviations of the number of stressful 
life events from the normative and present samples 
Area of Conflict^ Normative Sample Middle-Aged Women 
Mean SD Mean SD 
Family 2.1 1.6 4.3 4.0 
Marital 1.0 1.0 0.8 1.1 
Pregnancy and Childrearing 1-0 1.0 0.3 0.7 
Financial 4.0 3.0 2.9 2.4 
Job 1.7 1.7 3.2 2.5 
Losses and Deaths 1.0 1.0 1.6 1.5 
Relationships 1.0 1.0 0.7 1.0 
Legal Problems 1.0 1.0 0.5 1.3 
Changes in 1 Year 10.6 5.7 16.3 10,1 
Women only^ 9.2 5.6 
Note. Normative sample data were taken from parents (N = 322) of 
children with leukemia or cerebral palsy (McCubbin & Patterson, 1981), 
Chi-square statistic = 4.53, ^  = 6, p = .047. 
^Areas of conflict were assessed on the FILE Inventory. 
^The normative total for women (N = 987) is based on a national 
sample (Olson et al., 1982). For comparison to this sample, use the 
values of Changes in 1 Year for middle-aged women. This represents the 
aggregate data of the four groups. 
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Table 27. Correlations between the number of life events experienced 
by middle-aged women 
Variable Name 1 2 3 4 5 6 7 8 
1. Intra-Family Strain 
2. Marital Strain 0.56 
3. Pregnancy 0.20 0.30 
4. Financial Strains 0.54 0.38 0.18 
5. Job Stress 0.33 0.36 0.12 0.45 
6. Illnesses 0.29 0.12 0.14 0.42 0.31 
7. Losses and Deaths 0.11 0.07 0.23 0.11 0.20 0.42 
8. Relationships 0.06 0.04 0.31 0.14 0.14 0.32 0.50 
9. Legal Problems 0.47 0.32 0.26 0.36 0.30 0.17 0.14 0.11 
Note. Values > .20 
significant at p < .01; 
are significant at p < .05; values > .27 are 
values > .36 are significant at p < .001. 
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Table 28. Summary table of stress from 1 life events : Means and standard 
deviations for total sample and four groups of job changers 
Variable Name Total Groups of Job Changers 
Sample W-P W-N N-P N-N 
Mean Mean Mean Mean Mean 
(SD) (SD) (SD) (SD) (SD) 
Intra-Family Conflict 1399 2296 286 1793 2361 
(1600) (1536) (511) (889) (2095) 
Marital Strain 451 678 68 568 841 
(520) (514) (155) (172) (661) 
Pregnancy/ChiIdrearing 376 566 47 569 651 
(462) (456) (130) (447) (524) 
Financial Strain 774 1048 153 1096 1367 
(826) (718) (239) (886) (1185) 
Job Stress 723 871 165 1037 1298 
(885) (362) (252) (919) (1199) 
Illnesses 693 940 116 1008 1240 
(824) (431) (245) (833) (1036) 
Losses and Deaths 683 1020 98 1050 1154 
(832) (840) (220) (829) (940) 
Relationship Stresses 354 500 66 612 547 
(436) (437) (108) (501) (483) 
Legal Difficulties 546 0 91 781 953 
(683) (0) (197) (634) (864) 
Note. Mean values are (x 10 ). 
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and relationship changes (Table 22), In the categories of financial 
strain, job stress, illnesses, and legal problems, the Wanters-
Nonplanners had lower stress levels than did either of the Nonwanters 
groups. In the categories of pregnancy and childrearing, the Wanters-
Planners were significantly lower in stress only in comparison to the 
Nonwanters-Planners. 
Table 29 reports the correlations of the stress levels as 
determined from prior empirical factor score rating for the entire 
sample. All of these correlations are very highly significant 
(p < .0001) and confound the relationships and understanding of what 
was happening in the lifesphere of these women. Nevertheless, several 
statements can be made about correlations among the groups : 
1. Job-related strains, which averaged 3.2 events in the past 
year, were not significantly different for the four groups but were 
higher than those of the normative samples. 
2. The decreasing rank order of stress for the entire sample is: 
infrafamily conflict, financial strain, illnesses, marital strain, 
and legal problems. 
3. The only category that did not differ from the normative 
sample is that of pregnancy and childrearing. 
4. The strains that tended to occur concomitantly with the most 
frequency are: marital strain with intrafamily strain, financial 
strain with intrafamily strain, changes in significant relationships 
with deaths and losses, legal problems with intrafamily strain, job 
strain with financial strain, illnesses with financial strain, and 
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Table 29. Correlations between the stress in life events experienced 
by middle-aged women 
Variable Name^ 1 2 3 4 5 6 7 8 
1. Intra-Family Strain 
2. Marital Strain 0.94 
3. Pregnancy 0.91 0.92 
4. Financial Strains 0.92 0.93 0.87 
5. Job Stress 0.85 0.88 0.80 0.97 
6. Illnesses 0.89 0.90 0.84 0.98 0.96 
7. Relationships 0.87 0.84 0.80 0.91 0.87 0.90 0.92 
9. Legal Problems 0.91 0.92 0.87 0.99 0.96 0.97 0.96 0.89 
Note. All variables are highly correlated at g < .001. This 
represents aggregate data of four groups. 
^The variables were assessed on the FILE Inventory. 
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illnesses with deaths and losses. 
In summary, the areas of highly significant stressful life events 
were intrafamily conflicts, marital strain, financial problems, job 
stress, illnesses, losses, change in interpersonal family relation­
ships, and legal strains. The only area in which stress levels were 
no different from those of the normative sample was that of pregnancy 
and childrearing. The environmental perspective distinguished among 
the groups in the following areas ; Wanters-Planners had no legal 
problems and had the lowest level of stress, but this was 2-4 times 
the standard deviation of the normative sample; Nonwanters-Nonplanners 
had over 10 times the normative standard deviation in levels of stress, 
especially in marital and pregnancy-childrearing areas; and the two 
Planners groups had 5-7 times the standard deviation of stress of the 
normative sample. These findings suggest awesome levels of stress 
among middle-aged women who are involved in job changes. 
Discriminant analysis Discriminant analysis of the number of 
life events (Table 19) and the stress induced by life events (Table 20) 
correctly classified the women in 62% and 69% of the cases, respec­
tively. Only the number of life events was examined for orthogonal 
discriminant functions because the weighting factor confounded the 
information and increased the relatedness of factors in the stress-level 
analysis (Table 29). The first orthogonal function coefficients 
contained the categories of family, financial, illness, and marital 
strains (Table 30). The eigenvalue of 0.707 represented 64.3% of the 
variance (p = .041) which described group differences. Nevertheless, 
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Table 30. Standardized discriminant orthogonal function coefficients; 
Environmental perspective (life events) 
Variable Name Function 1 Function 2 Function 3 
Family Strains -1.17 -0.22 0.47 
Financial Strains 0.99 0.11 0.73 
Illnesses -0.74 -0.02 0.39 
Legal Problems -0.18 0.84 -0.36 
Relationship Changes 0.02 0.81 -0.10 
Job Strains -0.19 -0.53 -0.25 
Losses and Deaths 0.02 -0.50 0.27 
Pregnancy 0.02 -0.23 0.22 
Marital Strains 0.58 -0.08 -1.07 
Eigenvalue 0.71 0.24 0.16 
Percentage of variance 64.3% 21.5% 15.6% 
Chi-square 43.3 20.9 8.1 
Probability level .041 .39 
CO in 
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significant intercorrelations between the discriminant function 
coefficients exist for the number of transitional life events. In 
Table 27, intercorrelations are demonstrated from the following simple 
correlations: intrafamily-marital, intrafamily-legal problems, 
financial-job stress, marital-job stress, and marital-financial. 
Further elaboration about the uniqueness and description of the 
discriminant structures is unwarranted, according to Borgen and Seling 
(1978). 
Summary The number of life events being experienced by the 
middle-aged working women in the present sample is different from the 
number reported for the normative sample. The stress levels they feel 
are also significantly greater than those of the normative sample. 
This finding is due in part to the fact that rtore serious life events 
were occurring in the lives of these women, such as deaths of family 
and/or friends, illnesses, and loss of a job. Areas of conflict were 
those of family, marital relationships, financial problems, and 
work-related problems. In general, the women's family systems were 
undergoing a number of important transitions, and their interpersonal 
relationships were changing. 
Hypothesis 2 
The four groups of women were hypothesized to employ different 
techniques to cope with job-changing situations. The significant data 
from the overall MANOVA support rejection of the null hypothesis. The 
women differed significantly in how they attempted to manage 
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job-changing strategies, how they coped with change, and how they 
perceived job and life satisfaction. 
Coping strategies Univariate analysis revealed that only the 
self-help strategy was utilized differentially in coping with job 
change (Table 17). Wanters-Planners used the self-help strategy with 
greater frequency than did women who were Wanters-Nonplanners (Table 
31). Significant correlations among coping factors were: Family 
Integrity and Social Support (£ = 0.437), Family Integrity and Tension 
Reduction (r = 0.509) , Family Integrity and Self-Reliance/Self-Esteem 
(jr = 0.415) , Social Support and Tension Reduction (£ = -.512) , Social 
Support and Self-Reliance/Self-Esteem (£ = 0.628), and Tension 
Reduction and Self-Reliance/Self-Esteem (£ = 0.676). 
Satisfaction with job and life Univariate analyses showed 
that the four groups of women differed very significantly on variables 
of life satisfaction. On the dimension of interesting-boring, the 
Wanters-Planners were more positive than were any of the other 
groups. On their perceptions of being free-tied down, Nonwanters-
Planners had a greater sense of freedom than did Nonwanters-
Nonplanners. On the perceptions of enjoy-regret and regard highly-
unimportant, Nonwanters-Planners were more likely to enjoy and have a 
high regard for their lives, compared to Nonwanters-Nonplanners 
(Table 32). Means and standard deviations for these variables appear 
in several tables : Job-changing strategies and coping factors are 
displayed in Table 33; job satisfaction and life satisfaction are in 
Table 32, For the entire sample, the correlations among life and job 
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Table 31. Means and standard deviations of job-changing strategies and 
coping behaviors for four groups of job changers 
Job-Changing Strategies Groups of Job Changers 
and Coping Behaviors W-P W-N N-P N-N 
Mean Mean Mean Mean 
(SD) (SD) (SD) (SD) 
Career counseling 38.2 36.4 37.7 37.9 
(3.2) (5-1) (7.1) (3.3) 
Group therapy 38.2 43.1 43.1 42.9 
(10.5) (6.2) (7.4) (7.4) 
Job training skills 54.8 55.4 52.8 57.1 
(10.4) (11.5) (7.4) (8.1) 
Interpersonal skills 16.7 20.3 20.3 20,6 
(7.5) (4.4) (4.3) (4.4) 
Agency helps 14.8 14.1 15.1 15.6 
(2.7) (3.6) (2.5) (1.7) 
Self-helps 15.1* 12.2 11.0* 12.1 
(4.4) (5.2) (4.7) (5.1) 
Family integrity 2.2 2.1 2.2 2.1 
(0.8) (0.8) (1.2) (0.8) 
Social support 2.0 1.6 1.9 1.7 
(0.9) (0.7) (1.1) (0.8) 
Tension reduction 1.9 1.4 1.9 1.6 
(1.1) (1.6) (1.1) (0.8) 
Optimistic outlook 2.7 3.2 2.7 2.5 
(1.4) (1.2) (1.3) (1.4) 
Self-esteem/self-reliance 2.2 1.9 2.2 2.1 
(0.9) (0.7) (1.1) (0.9) 
*Difference between Wanters-Planners and Nonwanters-Planners is 
statistically significant, p < .05. 
122 
Table 32. Summary table of perceived job and life satisfaction dimen­
sions: Means and standard deviations for four groups of job 
changers 
Variable Name Groups of Job Changers 
W-P W-N N-P N-N 
Mean Mean Mean Mean 
(SD) (SD) (SD) (SD) 
Life satisfaction 2.9 3.0 3.0 1.9 
(0.9) (1.4) (2.5) (0.8) 
Activity satisfaction 3.0 2.2 2.7 2.2 ' 
(0.8) (1.7) (1.9) (0.9) 
Interesting-boring 1.42^ 1.86 3.1* 2.5* 
(0.5) (0.7) (2.6) (0.9) 
Empty-full 4.2 4.3 4.6 3.8 
(0.8) (1.2) (1.9) (0.8) 
Tied down-free 4.2 3.7 4.6^ 3.0^ 
(0.7) (1.1) (2.5) (1.3) 
Enjoy-regret 4.5 4.2 4.8^ 3.6^ 
(0.7) (0.9) (1.9) (1.3) 
Unimportant-regard highly 4.5 4.0 5.0 3.6 
(0.7) (0.7) (2.2) (1.1) 
Describe work 2.3 2.2 1.9 2.5 
(0.9) (0.8) (0.8) (0.9) 
Pay 1.7 1.9 1.6 2.1 
(0.6) (0.5) (0.5) (0.6) 
Promotions 2.9 2.9 3.2 2.7 
(0.3) (0.4) (1.7) (0.7) 
Immediate supervisor 3.0 3.1 2.9 2.9 
(1.0) (1.0) (0.9) (1.0) 
Co-workers 2.9 2.9 2.6 2.8 
(2.3) (1.3) (1.2) (1.4) 
^Wanters-Planners are significantly different from Nonwanters-
Planners and Nonwanters-Nonplanners on "interesting-boring," p < .05. 
^Nonwanters-Planners are significantly different from Nonwanters-
Nonplanners on "tied down-free" and "enjoy-regret," £ < .05. 
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Table 33. Means and standard deviations of job-changing strategies 
and coping behaviors for four groups of job changers 
Job-Changing Strategies Groups of Job Changers 
and Coping Behaviors W-P W-N N-P N-N 
Mean Mean Mean Mean 
(SD) (SD) (SD) (SD) 
Career counseling 38.2 36.4 37.7 37.9 
(3.2) (5.1) (7.1) (3.3) 
Group therapy 38.2 43.1 43.1 42.9 
(10.5) (6.2) (7.4) (7.4) 
Job training skills 54.8 55.4 52,8 57.1 
(10.4) (11.5) (7.4) (8.1) 
Interpersonal skills 16.7 20.3 20.3 20.6 
(7.5) (4.4) (4.3) (4.4) 
Agency helps 14.8 14.1 15.1 15.6 
(2.7) (3.6) (2.5) (1.7) 
Self-helps 15.1* 12.2 11.0* 12.1 
(4.4) (5.2) (4.7) (5.1) 
Family integrity 2.2 2,1 2.2 2.1 
(0.8) (0.8) (1.2) (0.8) 
Social support 2.0 1.6 1.9 1.7 
(0.9) (0.7) (1.1) (0.8) 
Tension reduction 1.9 1.4 1.9 1.6 
(1.1) (0.6) (1.1) (0.8) 
Optimistic outlook 2.7 3.2 2.7 2.5 
(1.4) (1.2) (1.3) (1.4) 
Self-esteem/self-reliance 2.2 1,9 2.2 2.1 
(0.9) (0.7) (1.1) (0.9) 
*£ < .05; Wanters-Planners are significantly different from 
Nonwanters-Planners. 
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satisfaction measures are included in Table 34. 
Discriminant analysis The discriminant analysis of the 
interactional variables was somewhat predictable. The correct classi-
2 fication of women into the four groups was 63.4%, (9) = 68, £ = .001. 
The interactional perspective was equivalent to the environmental in 
terms of variables used to predict group membership. Table 35 presents 
the orthogonal discriminant function coefficients, expressed as 
standardized functions, as well as the eigenvalues of the three 
functions and their percentage of variance, and represented a 
significantly (p = .041) useful way to classify women into their 
respective groups. The first function coefficients contained many 
highly intercorrelated variables: Social Support, Tension Reduction, 
and Family Integrity, and the six job-changing strategies (see 
Table 35). 
Intercorrelations of life satisfaction are evident in Table 34. 
Note that the third function, which has only 18% of the variance, 
represents life satisfaction measures. These underlying dimensions 
were significant and distinctive in the univariate data analysis and 
remain an avenue for further investigation. 
Summary The four groups of middle-aged women differed 
significantly in their use of self-help strategies and on life satis­
faction measures of autonomy, pleasure, enjoyment, and respect from 
others. As in the other perspectives, Wanters-Planners were more 
positively adjusted, and Nonwanters-Nonplanners were more negatively 
biased and coped less well with job changes. 
Table 34. Correlations between the perceived job and life satisfac­
tions of career-changing middle-aged women 
Variable Name 1 2 3 4 
1. Life satisfaction 
2. Activity satisfaction 0.78 
3. Interesting-boring 0.03 0.08 
4. Empty-full 0.36 0.49 0.25 
5. Tied down-free 0.19 0.33 0.23 0.23 
5. Enjoy-regret 0.36 0.55 0.27 0.74 
7. Unimportant-regard highly 0.33 0.44 0.24 0.62 
8. Describe work 0.10 0.03 0.12 -0.15 
9. Immediate supervisor -0.19 -0.31 -0.08 -0.05 
10. Pay 0.00 -0.12 -0.10 -0.17 
11. Promotions 0.27 -0.12 -0.31 -0.11 
12. Co-workers 0.03 0.15 0.05 -0.03 
Note. Values ^ .20 are significant at p < .05; values ^ .27 are 
significant at p < .01; values & .36 are significant at p < .001. 
These data represent the aggregate results for the four groups of 
women. 
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Table 35. Standardized discriminant orthogonal function coefficients : 
Interactional perspective 
Variable Name Function 1 Function 2 Function 3 
Self-Help 
Career Counseling 
Interesting-Boring 
Job Skill Training 
Group Therapy 
Interpersonal Skills 
Social Support 
Tension Reduction 
Family Integrity 
Promotions 
Unimportant-Regard 
Pay 
Work 
Immediate Supervisor 
Life Satisfaction 
Activity Satisfaction 
Enjoy-Regret 
Self-Reliance 
Agency Help 
Tied Down-Free 
Co-workers 
Empty-Full 
Optimistic Outlook 
1.03 
-0.88 
0.73 
-0.67 
0.54 
0.49 
-0.43 
0.32 
0.30 
0 .08  
-0.09 
0 . 2 6  
-0.18 
-0.10 
0.07 
-0.09 
0.23 
0.34 
0.11 
-0.41 
0.04 
0.04 
0 . 0 2  
-0.24 
0.29 
0.45 
-0.21 
0.18 
-0.27 
0.05 
0.12 
o.pi 
0.93 
0.70 
-0.53 
-0.38 
-0.21 
-0.30 
0 .20  
-0.52 
-0.37 
0.13 
0.16 
0.01 
0.01 
0.01 
-0.34 
0 . 2 2  
0.42 
-0 .08 
0.17 
0 . 2 2  
-0.02 
-0.02 
-0 .08 
0.34 
0.50 
-0.07 
0.01 
-0.17 
1.24 
0.86 
-0.67 
0 .61  
0.47 
-0.47 
-0 .26 
-0.18 
-0.10 
Eigenvalue 
Percentage of variance 
Chi-square 
Degrees of freedom 
Probability level 
1.17 
53.7% 
89.7 
69 
.041 
0.61 
27.9% 
48.0 
44 
.39 
0.40 
18.4% 
19.1 
21 
.58 
Table 35. Correlations of coping strategies and job-changing 
strategies for career-changing middle-aged women 
Variable Name 1 2 3 
1. Family Integrity 
2. Social Support 0.65 
3. Tension Reduction 0.70 0.75 
4. Optimistic Outlook 0.76 0.57 0.59 
5. Self-Reliance and Self-Esteem 0.57 0.82 0.77 
6. Career Counseling -0.11 0.13 0.08 
7. Group Therapy 0.26 -0.34 0.17 
8. Job Skills Training 0.13 0.42 0.22 
9. Interpersonal Training 0.20 0.51 0.15 
10. Agency Helps -0.05 0.27 0.04 
11. Self-Helps -0.17 0.15 0.00 
Note. Coping strategies were assessed on the CBI. These data 
are aggregate data of t]:e four groups of women in the study. 
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4 5 6 7 8 9 10 
0 .60 
0.29 
-0.28 
-0.17 
-0.20 
-0.13 
-0.17 
-0.11 
-0.02 
0 . 1 2  
0 .00 
-0.14 
-0.02 
0.59 
0.57 
0.62 
0.61 
0.65 
0.38 
0.47 
0.33 
0.27 
0,39 
0.55 
0.70 
0.34 
0 . 2 1  0.70 
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Summary of Results 
Significant findings from the present study are described in this 
section. 
1. The career-changing behaviors of middle-aged women varied 
significantly and depended upon internal, environmental, and inter­
actional variables. The three perspectives were differentially 
important in identifying patterns of career changing. In essence, the 
women were uniquely individual in how they changed jobs. 
2. The four groups of women, formed according to their vocational 
behaviors on the past job and their goals for the present job, were 
statistically distinct on several parameters, organized on the basis 
of three theoretical perspectives; internal, environmental, and 
interactional. 
3. Marital status and total family income were important vari­
ables. In this sample, being married and having a high income level 
were likely to describe the group of Wanters-Planners. In contrast, 
being the head of the household, having multiple roles as worker and 
mother, and having a low level of income were more likely to describe 
the Nonwanters-Nonplanners. Women who were motivated and planned to 
move into higher level positions had more socioeconomic resources and 
were skilled in the use of positive, growth-inducing opportunities to 
enhance their upward mobility; they were more likely to be 
Wanters-Planners. 
4. Women for whom family priorities were strong tended not to 
plan for career development. Consequently, Nonwanters-Nonplanners were 
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primarily concerned with their families' demands and tried to fulfill 
a "supermom" role. 
5. A broad range of interests and a sense of autonomy coupled 
with more inner control characterized the Wanters-Planners. A 
tendency toward rigidity of values paired with a sense of more control 
being exerted by others typically described the Nonwanters-Nonplanners. 
6. The women in this sample indicated that they considered their 
current job transition as a challenge and acknowledged that they were 
in a midlife transitional period. Wanters-Planners had the most 
positive attributions. They perceived themselves as autonomous, 
spontaneous, and as doing something challenging. Nonwanters-Planners 
also had positive attributions about midlife and career changes. Both 
Nonplanner groups gave descriptions that were more negative; they 
viewed midlife sadly, suspiciously, and with resignation as a period of 
upheaval and unattractiveness (Factor I). For Nonplanners, Factor II 
had a past context of difficulties, and Factor III contained a 
perception of midlife as stark, stagnant, confusing, malignant, and 
unchanging. 
7. The amount of stress endured by these middle-aged women, most 
of whom had multiple roles as mothers and workers, was high. 
Nonwanters-Nonplanners had a stress level more than 10 times the 
normative value for all areas of conflict: family, marital, financial, 
illnesses, job, relationship changes, pregnancy and childrearing, loss 
of significant others, and legal problems. The group with the least 
amount of stress was that of Wanters-Nonplanners. An interesting 
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comparison is that the Wanters-Planners had as high a level of family 
stress as did the Nonwanters-Nonplanners. 
8. Satisfaction with life was an important characteristic of job 
changing for the four groups of women. Statistically significant 
dimensions in classifying the women into the four groups included; 
being valued by others, having a sense of autonomy, experiencing 
pleasant and enjoyable events, and having a broad range of interests. 
9. Self-help strategies, such as reading self-help books, were 
used with greatest frequency by women in the Wanters-Planners group. 
10. The most efficient and valid classification of the women in 
terms of group membership was provided by the internal perspective. 
Important variables in this classification were: marital status and 
total family income; the personality dimensions of Breadth of Interest, 
Complexity, and Value Orthodoxy; and the woman's attitudinal 
self-evaluation. 
11. In the discriminant analysis factor structure, variables that 
contributed little statistical differentiation among the groups but 
were important in classifying the individual women into their respec­
tive vocational behavior groups were the following; age and number of 
family roles; attitudinal feelings about midlife; and the personality 
dimensions of energy level, self-esteem, risk-taking, conformity, 
tolerance, and organization. 
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DISCUSSION 
The results of the statistical tests of the three hypotheses are 
discussed below. In the sections that follow, recommendations for 
future research are made and limitations of the present study are noted. 
Tests of Hypotheses 
Of the three theoretical perspectives tested by the hypotheses of 
this study, the internal perspective proved most useful in documenting 
women's job-changing behaviors and in predicting those behaviors. On 
the MANOVAs, significant differences were obtained in attitudes, 
behaviors, and problem-solving techniques. On multivariate discrimi­
nant analysis, the internal perspective was most accurate in correctly 
classifying the women into four groups. 
In psychological research, the internal perspective has long been 
the hallmark of individual differences. The approach has been promoted 
by Siskin (1980), and individual differences support the contentions 
of Frieze (1975), Sales (1978), and Tangri (1974) that women cannot be 
categorized by gender alone. The results of the present study indicate 
that women do, indeed, differ from one another in how they handle job 
changes. Socially, they differ in marital status, total family income, 
personality dimensions, and in their attitudes toward midlife and job 
changes. 
The environmental and interactional perspectives proved less 
useful in predicting women's job-changing behaviors, although they too 
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contributed useful information. The overall finding of the study, 
however, was that women are uniquely individual in the way they deal 
with the events and feelings connected with changing jobs in midlife. 
Adult development in the middle years encompasses many life 
transitions, of which career development is only one. Some job-
changing attitudes and behaviors, as well as other events in their 
lives and the women's attitudes toward them, differed significantly for 
the four groups of women in this study. This finding supports the 
conceptions of Murray et al. (1971) and Blau et al. (1956) who proposed 
a job-changing model in which a variety of choices is possible. The 
implication of the present data is that middle-aged women choose, or 
fail to choose, their next job; and in so doing, they generate for 
themselves a range of opportunities and a comparable variety of 
potential jobs. Because they use different job-changing strategies, 
some women have many choices while others have relatively few. 
The variables that distinguished the four groups of women in the 
present study could be used as criterion variables in the Schlossberg 
(1981) model. Schlossberg predicted that adaptation was a concomitant 
to life stransitions such as job changes, and she enumerated many 
variables that could influence career changing; but she did not 
identify any variables that could predict the adaptational and coping 
behaviors of the career changer. Successful or unsuccessful job 
changing is an index of adaptation—the critical process in 
Schlossberg's model of adult transition. 
The critical variables in the present study were those that 
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revealed statistical differences among the four groups of women. They 
are reviewed below as they pertain to each theoretical perspective. 
Internal perspective 
Although some demographic variables (i.e. age, education, number 
of roles, number of children, personal income) were similar for the 
entire sample, there were two which differentiated the four groups of 
women: total available income, and marital status. Nonwanters-
Nonplanners had a smaller mean income than that of Wanters-Planners, 
and the proportion of married women in the Nonwanters-Nonplanners group 
was about half that of the Wanters-Planners group. It is likely that 
the total resources available to married women may influence their 
perception of life satisfaction and the ease with which they adjust to 
midlife career changes. 
Three personality dimensions that differentiated the women were 
Breadth of Interest, Complexity, and Value Orthodoxy. The women whose 
thinking was more complex and who had wider interests were less likely 
to be rigid in values ; this picture was characteristic of the Wanters-
Planners. In addition, the older and better educated the women were, 
the more likely they were to have a broader range of interests and to 
be more flexible in values. 
The two groups of Planners appeared to base their job changes on 
internal motivations and goals, and they sought to increase their 
skills and to seek self-identity by taking a positive attitude toward 
job changing. These findings are consistent with those of Gilligan 
(1982), Lowenthal et al. (1975), and Neugarten (1968a,b). In contrast, 
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the two groups of Nonplanners tended to place family demands in a 
position of first priority and attempted to manipulate their environ­
ment in their job-changing behaviors. Surveys of working mothers 
(Angrist & Almquist, 1975; Poloma, 1972; Waite, 1981) have reported 
similar findings. 
Midlife in general was viewed in a positive manner by the women 
in this study. Their characterization of midlife, on these attitudinal 
variables, as a transitional period makes this group of variables 
useful for the Schlossberg (1981) model. The transitional attribution 
could be explained by the notion that negative events are masked by 
positive events (Ackerman, 1981) or positive cognitive restructuring 
attributions (Hartigan & Billington, Note 7). 
Evaluation of midlife career changes proved to be a distinctive 
feature of the four groups. In general, the women gave the attitudinal 
factors about job changing a positive summation score. However, the 
Wanters-Planners were more accepting and more positive in evaluating 
career changes than were the Nonwanters-Nonplanners. The latter group 
viewed career changes in midlife as unessential, undesirable, and 
denigrating to the character. This finding is consistent with that of 
the personality characteristics of Breadth of Interest and Value 
Orthodoxy; the Nonwanters-Nonplanners showed greater rigidity and more 
concrete thinking and were less willing to accept change. 
In summary, the critical variables studied from the internal 
perspective were the demographic characteristics of marital status 
and total available income; the personality dimensions of Breadth of 
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Interest, Complexity, and Value Orthodoxy; and attitudinal charac­
teristics such as the view of career change as challenging, the feeling 
of autonomy, and the value of self-worth. These variables were potent 
predictors of women's job-changing behaviors. 
Environmental perspective 
The number of life events experienced by these middle-aged women 
was significantly different from that of a normative sample (McCubbin & 
Patterson, 1981). Their stress level was significantly and impres­
sively elevated. In addition, the four groups differed from one 
another in the number of conflicts they experienced as well as in 
level of stress. Stressful events in their lives included deaths, 
loss of jobs, and separation from children or spouse. Most frequent 
areas of conflict were found among family, illnesses, and financial 
concerns. 
Two findings set the Wanters-Planners apart in the environmental 
perspective : They reported no legal problems, and they did not use 
personal illness as a method of coping with stress. These results may 
indicate that Wanters-Planners are psychologically better adjusted 
than are women in the other three groups. Certainly they use more 
sophisticated problem-solving techniques and think more abstractly. 
They also display more inner directedness and self-control. Their use 
of strategy-planning techniques to meet their perceived self-needs 
supports the hypothesis that control and planning reduce stress 
(Caplan, 1974). 
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An unexpected finding is that Wanters-Nonplanners, despite their 
scores on other measures, reported the least amount of stress. This 
might be due to the fact that this group of women have a desire to 
present themselves in a positive light; they may be denying problems 
that others would judge to be stress-inducing. Support for this 
interpretation comes from the fact that these women most frequently 
used the coping strategy of Optimistic Outlook. Cognitive minimiza­
tion of stress has been shown to be a potent coping and stress-
reducing strategy (Hartigan & Billington, Note 7). Another 
interpretation is that denial is used as a coping strategy. The 
clinical implication is that denial as a defense mechanism is highly 
associated with depressive reactions to situations (Akiskal, 1979). 
A unique source of stress for married women is that of attempting 
to carry out several roles simultaneously (Beutell & Greenhaus, 1983; 
Hall, 1972). Women with traditional sex-role attitudes, who feel they 
must be "supermoms" and fulfill others' expectations and demands, 
tend not to derive satisfaction from their jobs (Beutell & Greenhaus, 
1982, 1983; Frieze et al., 1978); and the overwhelming consensus is 
that stress at work rebounds into the family and marital system (Waite, 
1981). Some studies (Ferber, 1982; Hareven, 1982; Stafford, 1980) 
have reported that fathers do not take on additional household chores 
when their wives take a job outside the home; if the children are of 
school age, fathers may accompany the children to activities but they 
do not help their wives with the housework (Ferber, 1982). High levels 
of stress have been reported in studies of working mothers with 
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preschool children (Waite, 1981) , but the levels of stress have not 
been quantified. 
The present study attempted to measure the quantitative amount 
of stress, and the results were astonishing. The stress level of the 
group of Nonwanters-Nonplanners was 10 times the standard deviation of 
a normative group which included families having a child with cancer 
or cerebral palsy. Nonwanters-Planners and Wanters-Planners had stress 
levels 5 to 7 times the standard deviation above the normative sample. 
The Wanters-Nonplanners had stress levels 2 to 4 times the standard 
deviation of the normative group (McCubbin & Patterson, 1981). It is 
apparent that the women in the present sample were enduring severe, 
adverse consequences in several areas of their lives. 
Another important correlation is that of family stress with job 
stress. Waite (1981) documented the same phenomenon in past surveys 
of stress in family life, where women workers more often than men 
reported trouble in scheduling work and family activities. Women 
workers also indicated work overloads that resulted in fatigue and 
irritability. On the other hand, no more stress was reported by men 
whose wives worked full-time than was reported by men whose wives 
worked part-time or were full-time homemakers. To further support the 
notion that the wife's employment does not result in work/family 
conflicts for the husband, men reported greater satisfaction with their 
leisure and family life than did working mothers. These men, however, 
counted child care and home chores as leisure activities and admitted 
that they did the easier and more agreeable chores. 
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The results of the present study are in agreement with the find­
ings reported by Waite. Working mothers and wives tended to have a 
much greater level of stress in family-work conflicts, especially when 
they were attempting to fulfill the role of "supermom." 
In summary, the environmental perspective generated the finding 
that a very dramatic and statistically significant stress effect is 
obtained for middle-aged women who are changing jobs. The 
Nonwanters-Nonplanners, who played the role of "supermom," had the 
highest level of stress in all areas of their lives. 
Interactional perspective 
The job-changing strategy of using self-help techniques and the 
life satisfaction dimensions of autonomy, pleasure, respect, and a 
variety of interests in life differentially characterized the four 
groups of women. The Wanters-Planners used self-helps with the most 
frequency, and they had the most positive general outlook on changing 
jobs. 
The interactional perspective contained five coping factors, five 
job-changing strategies, five job-satisfaction dimensions, and two 
global life-satisfaction measures that did not differentiate the four 
groups of women. One explanation for this result may derive from the 
fact that the personnel management of the company (Manning, 
Note 8) indicated that potential employees were screened for 
"similar personalities." As a result, one might expect women with 
"similar personalities" to report similar job-changing strategies and 
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similar levels of satisfaction. 
The similarity between job-related stress and job satisfaction 
across the four groups of women is consistent with the findings of 
Pearlin and Schoolin (1978) and their replication by Hartigan and 
Billington (Note 7). As work strain increases, women tend to distort 
the nature and impact of the stressor. Use of coping strategies 
attenuates the distress and tension. In the present study, women 
tended to reframe stressful situations cognitively in order to enhance 
the positive aspects or increase social desirability. They also 
reduced stress in job-related areas by such cognitive restructuring 
strategies, as shown by their frequent use of Optimistic Outlook. 
The finding that the women in this sample were satisfied with 
their levels of pay was surprising, in light of the fact that women 
receive an average pay of $6 compared to $10 for men, a ratio that has 
not changed since the government began keeping records on this subject 
in 1955 (Frieze et al., 1978; Giele, 1982; Waite, 1981; Williams, 
1983) . There was a trend for the Nonwanters-Planners to be more dis­
satisfied with their pay than were the Nonwanters-Nonplanners, but 
overall the issue of pay did not differentiate the groups. 
Among the interactional variables, life satisfaction measures 
were rated more positively by the Wanters-Planners; the Nonwanters-
Planners and Nonwanters-Nonplanners were more generally negative in 
their views of life. These results support the prediction that the 
better adjusted Wanters-Planners would tend to view their lifesphere 
more positively. 
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An unexpected finding was that the coping behaviors, including 
job-changing behaviors, used to manage life situations did not vary 
among these four groups of middle-aged women. One explanation might be 
that limiting the sample to one company constricted it to such an 
extent that diversity was masked. Another explanation may be found 
in the research of Hartigan and Billington (Note 7), who studied the 
coping behaviors associated with various jobs held by women bankers. 
The women in Hartigan and Billington*s study used a variety of methods 
to respond to stress. Some attempted to learn new skills in anticipa­
tion of future stressors or to become more efficient in dealing with 
the immediate stressful situation; some withdrew from the situation and 
sought help through, for example, personal counseling; others substi­
tuted concrete goals or rechanneled their energies into other areas of 
life; and some acted directly to remove the source of stress or diminish 
its potency. In the present study, the women used an equivalent 
variety of responses, but did not do so differentially by groups of 
"similar personalities." The factors of Family Integrity, Social 
Support, Tension Reduction, Optimistic Outlook, and Self-Esteem and 
Self-Reliance were directed at the sources of stress or redirected 
to other areas of life. 
Another interesting comparison of the coping behaviors used by the 
women in the present study is with those found by Hall (1972). Hall 
identified three coping strategies for dealing with inter-role 
conflicts. The least effective strategy was that of reactive role 
behavior, which relies on strictly defined, existing role behaviors to 
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meet all of another's expectations. In the present study, the 
Nonwanters-Nonplanners were primary users of the reactive response 
style. This finding also agrees with those of Anderson (1976) and 
Vroom (1964) , whose reactive responders had characteristics similar to 
those of the Nonwanters-Nonplanners; namely, concrete thinking in 
problem-solving techniques and rigid role definitions for themselves. 
Summary 
The internal perspective, which stresses personal characteristics, 
was most helpful in delineating and predicting job-changing behaviors 
of middle-aged women. Individual differences accounted for more of 
the variance in prediction than did either environmental or 
interactional variables. 
The demographic characteristics of marital status and total 
available income were important moderators of successful job-changing 
behaviors. Women who had broad interests, could think abstractly, and 
were flexible in their values were more frequently the Wanters-
Planners who tended to be satisfied with their jobs and with life in 
general. 
Within the environmental perspective, all of the women admitted 
to levels of stress that were extremely high compared to a normative 
sample. It is evident that the "supermom" role is very stressful for 
working women. 
From the interactional perspective, the Wanters-Planners had more 
positive, growth-inducing motivations and used self-help techniques 
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of job changing more frequently. Wanters-Planners also perceived life 
in general as more autonomous, pleasant, and enjoyable; and they had a 
sense of being respected by others. 
Limitations of the Study 
Several issues contribute to the restrictions of this study and 
hence impact on the validity and generality of the results. The ex­
ternal validity of the design is limited by sample representation; the 
restrictions of age, sex, and place of employment may well circumscribe 
the variety of responses. Other subgroups could have different pat­
terns from those of this group of middle-aged women. A further limita­
tion is the requirement of self-report from volunteers. This is 
another selection process and can bias the response patterns in unknown 
ways. However, the four groups of women were formulated by self-report 
and cross-validated by job history descriptions. Subjects were naive 
to the experimental design, and a completely random assignment was made 
to only one group. Nonetheless, the restricted randomness in sample 
selection is a major drawback to this study. 
Another limitation of the study is that the assumptions of the 
statistical tests may not have been strictly satisfied. The repeated 
self-report measures of the women may have unknown quantitities of lack 
of independence. Conservative interpretation of the data is advised. 
It is recognized that in the multivariate discriminant analyses, 
unequal numbers of predictor variables were used in the three 
approaches, and several of the variables were correlated. In addition. 
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the ratio of number of predictors to number of subjects varied. From 
these influences, it is speculated that correct classification rates 
would be elevated above chance rates; however, the positive bias of 
classification rate cannot be estimated or evaluated without analyzing 
comparable Monte Carlo data. Hence, classification rates obtained'by 
discriminant analyses should be interpreted cautiously. An insuffi­
cient number of subjects was available to crossvalidate classification 
rates. 
Internal validity is also jeopardized by several factors. The 
motivations of the women to participate may have resulted in a social 
desirability feature or in negative attributions of life events as 
assessed by the stress inventory. Women may have tried to please 
supervisory personnel in order to keep their jobs. Such attitudinal 
and attributional behaviors may have contributed uniquely to the study. 
Another limitation is sample attrition in the two-step assessment 
process. It is notable that only five subjects did not complete the 
second questionnaire but did return it. Of the sample filling out 
personality inventories, 34 did not complete the second questionnaire. 
Reasons for the incomplete testing are unknown, but the results may 
have been biased in some way. Incomplete testing also led to another 
concern, that of the small number of subjects in the sample (N = 71). 
The research design—completely randomized, coupled with unequal 
group frequencies—innately decreased the power of statistical tests 
and calls for conservative interpretation of significant correlations. 
The cross-sectional design and one-time assessment also has inherent 
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faults. In analyses of subjects, age and cohort effects are masked in 
common means, and effects of specific age groups were not permitted by 
the design. The sampling was done in a field setting during a reces­
sive economy. This historical period encompasses frequent policies of 
job attrition and company reorganization. Such factors affect the 
ecological validity of the design; however, the respondents presented 
data at only one time, and the etiology of job change and consistency 
in coping behaviors could not be investigated. However, the cross-
sectional design permitted data of a descriptive and exploratory nature 
in a real-life situation, but without age or cohort effects. 
In summary, the utility and generality of these results for other 
samples is jeopardized by both internal and external validity concerns. 
A conservative view in interpreting statistical differences is recom­
mended, especially in light of the restricted sampling techniques. 
Suggestions for improving the study design are presented below. 
Recommendations for Future Research 
This study should be replicated in order to validate the results. 
In addition, a priori testing of men would prove helpful in inter­
preting the women's data. A comparative study to establish empirical 
gender differences, and a study of samples in different industries and 
a variety of geographic areas, would help explain job-changing 
behaviors more fully. 
Coping strategies of married women and of married men should be 
studied to identify the influences of "supermom" and "superdad" roles. 
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This psychosocial phenomenon has considerable import for the dynamics 
of the family system as well as potential impact on health issues. 
Longitudinal studies could uncover the etiology of job-changing 
conditions for women. Across the lifespan, career development for 
women has been found to differ from that of men. The present study was 
limited to a cross-sectional sample of women in the age range of 30 to 
52 years. Following a cohort would permit differentiation of histori­
cal, socioeconomic, and individual influences. For example, a dif­
ferent set of behaviors might be predicted for a sample during times of 
an expanding economy; this could be contrasted with the behaviors of 
women in the present sample who worked in a constricted economy. 
An interesting strategy would be to use the demographic, person­
ality, life satisfaction, and life-event-stressor variables of the 
present study in Schlossberg's (1981) life transition model. This 
strategy might permit measurement of the process of adaptation. 
There are many variables that could affect women's perceptions of 
midlife job changes that were not used in this study, and some param­
eters may not as yet have been identified in the literature. For 
example, the internal variable of physical attractiveness and social 
rapport during job interviews may influence employment practices. 
A problematic set of variables in this study concerned perceptions 
of job satisfaction. Although the women reported high levels of 
stress, including job stress, they also reported positive comfort on 
job satisfaction measures. Some researchers have suggested that job 
satisfaction measures, as now used, do not adequately tap aspects of 
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job dissatisfaction (Kanter, 1977). Measures of negative factors that 
are thought to influence job changers, such as job stresses, tensions, 
and dissatisfactions, should be investigated. Specific variables, 
such as under-utilization of skills, lack of recognition for accom­
plishments, lack of autonomy, deadlines, and overtime work, warrant 
more thorough study. 
In summary the present study illustrated that work outside the 
home is an important part of the lives of contemporary women in the 
United States. The trend toward increasing numbers of women entering 
the labor force and giving work a substantial place in their lives 
needs further investigation. More research is needed to specify the 
complex interrelationships among job-changing behaviors, individual 
responses, role responsibilities, the sources of stress, and internal 
perceptions of stress and illness or health and well-being. 
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APPENDIX A: 
LETTERS TO SOLICIT ADULT VOLUNTEERS 
166 
Northwestern Bell 
Des Moines, Iowa 
May 28, 1981 
ALL DISTRICT MANAGERS; 
Participation by Northwestern Bell employees has been 
requested by Ms. Rosalie Ackermen, a Doctoral candidate in Psychology 
at ISU, for a study to identify and assess effects of mid-life career 
changes of both men and women between the ages of 30-55» The focus 
is on the strategies involved that preceeded the change. The dissertation 
study will involve 200 volunteer employees completing a preliminary 
questionnaire on off-job time in a group session. This will last one 
hour and will be scheduled over lunch hours, 11:00-12:00, 12:00-1:00, 
1:00-2:00, June 23 through July 2k in an intra-company conference room. 
A second packet of material will be distributed to be completed at their 
convenience and return to the project leader within a two week period. 
The study will document real l ife situations and strategies 
of men and women who are effecting career changes. It provides one of 
the first empirical documentation of career development processes of 
middle age men and women. These processes, strategies, and tactics will 
have vast implications for career development of the worker and their 
welfare. 
The Personnel Department has agreed to publicize the study to 
the force groups, and ultimately furnish Ms. Ackerman with a l ist of 
employees who are willing to voluntarily participate. 
The attached memo with detachable application should be made 
available to anyone interested in participating. The application should 
be returned to the employment office. 
Thank you, 
Myrna Manni ng J 
Supervisor - Employment 
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Northwestern Bell 
TO; Management and Non-Management Men and Women 
FROM: Rosalie J. Ackerman, Project Leader, Psychology Doctoral Candidate, 
Iowa State University, Ames, Iowa 515-294-1742 
Would you volunteer to participate in a study entitled "Career Changing 
Strategies of Women and Men in Their Middle Years"? I encourage women 
and men between the ages of 30 and 55 to participate. 
This study is the first of its kind. People who change careers are 
being asked what planning and strategies were used, Rosalie will provide 
a seminar/workshop on the outcome of this study after its completion. 
Participants will be expected to attend a one hour session to complete the 
preliminary questionnaire. This would be scheduled during a lunch 
hour in an intra-company conference room, A second questionnaire which 
will require 1% - 2 hours of your time should be completed and returned 
to the Project Leader. Individual answers to all questions will be confi­
dential information under the supervision of the Project Leader, 
Bring your lunch along with you. Coffee will be provided. 
If you are interested in volunteering, fill out the Application Form and 
return by June 8, 1981. Groups will be scheduled June 23 through July 24, 1981. 
APPLICATION: 
I volunteer to be in the study "Career Changing Strategies of Women and Men 
in Their Middle Years". I am considering or have made a change in job/career. 
Name Phone Work Location 
I prefer to be scheduled in a group on: (Give 1st and 2nd choice) 
Monday Tuesday Wednesday Thursday Friday 
During the lunch hour from: 
11:00-12:00 12:00-1:00 1:00-2:00 
Return application by June 8, 1981 to: 
Myrna Manning 
Employment Supervisor 
1 So. of 10 
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APPENDIX B: 
CAREER-CHANGING STRATEGIES QUESTIONNAIRE 
PLEASE NOTE: 
Copyrighted materials in this document 
have not been filmed at the request of 
the author. They are available for 
consultation, however, in the author's 
university library. 
These consist of pages: 
169-189 
University 
Microfilms 
International 
300 N. ZEEB RD.. ANN ARBOR, Ml 48106 13131 761-4700 
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APPENDIX C: 
APPROVAL FOR RESEARCH WITH HUMAN SUBJECTS 
191 
INFORMATION ON iMt USt OF HUnMI SueatClS IN RlilwHlH 
IOVA 5TATE JNlVlKStTY 
(Pte«s« follow the «ccomptnylng Instructions for completing this form.) 
Title of project (please type): Career Chanfljig Strategies of Women In Midlife 
I 2J I agree  to provide t he  proper surveillance of this project to Insure that the rights 
and welfare of the human subjects are properly protected. Additions to or changes 
in procedures affecting the subjects after the project has been approved will be 
Submitted to the committee for review. 
© 
RosaU? J, Aghemn , s/gyao 
Typed Named of Principal Investigator Date Signature of ^incita 
152 Quad. Dept. of Psychology 294-8480 
Campus Address Campus Telephone 
I  Investigator 
Sljiyj^tij^es^ojF^heri^ Olf^y) Date Relationship to Principal Investigator 
Norman fl/?1 /^P 
© <tj ATTACH an additional p«5e(s) (A) describing your proposed research and (B) the subjects to be used, (C) Indicating any risks or discomforts to the subjects, and 
(D) covering any topics checked below. CMEtl m^\ boxes applicable. 
I I Medical clearance n*c*&s*ry before subjects can participate 
r~l Samples (blood, ft* ) from subjects 
n Administration of substances (foods, drugs, etc.) to subjects 
f~1 Physical exercise or conditioning for subjects 
I I Deception of subjects 
1^ Subjects under 14 years of age and(or) [x] Subjects 14-17 years of age 
n Subjects In Institutions 
I I Research must be approved by another Institution or agency 
© S) ATTACH an example of the raterlal to be used to obtain Informed consent and CHECK which type will be used. 
Signed inferred consent will be obtained. 
2] Modified Informed consent will be obtained. 
Month Day Year 
i . )  Anticipated date on which subjects will be first contacted: .lan i< tori © 
Anticipated date for last contact with subjects: Kov is îQfii 
r7 J If Applicable: Anticipated date on which aud io or visual tapes will be erased and(or) 
identifiers will be removed from completed survey Instruments: 
wall A ^ 3 
. Month Day Year 
r8-) Ligature ^ Chairperson Bate Department or Administrative Unit 
X '^j decision of the OnTversTty Commïttee'on the Ose of HÛmân*SÛbjêcts*în Research; 
Q Project Approved Q Project not approved No action required 
George C. Karas 
wSeof Co-mi ffee Chairperson Date Signature of CcT^ittee Chairperson 
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